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INTRODUCTION 
The training of various functionaries who are 
involved in the execution of development programmes has 
always been identified as vital to enable them to imp^ove 
upon their competence and to recognise and respond to the 
changing problems and needs of the programmes. After the 
inauguration of Panchayati Raj in almost all the States, the 
need for training at various levels has become all the more 
important. 
Development programmes in India in general and 
in Uttar Pradesh in particular have assumed important 
proportions not only in programmes content but also in the 
depbh of approach to the problems of development of 
individual villager in the group and community setting. The 
rural community is still in a stage of transition from the 
old order to tfie new goals of democratic socialism . The 
paramount task before the elected representatives of the 
people and other leaders in the community and the full range 
of personnel engaged in developmment projects to work in 
tiarmony towards the objectives of community development. 
The identified goals for these development 
projects centre around ttigher standards of living for the 
entire population, specially of the under privileged 
sections, equitable distribution of national income and 
wealth, provision of full employment, creation of grass 
roots organisations, building up tiers of political 
authority, equality of opportunity and social services such 
as, education, health, housing and social security for the 
entire commufiity irrespective of differences of income and 
status. 
Who could deny that the goals are not 
impressive or there exist more important and pressing 
problems before the masses. The entire country is lacking 
many essential services which are generally available to 
citizens in more developed countries. After the great 
depression of the 20s and 30s and the II world war, the 
world witnessed many changes . One of these being a growing 
awareness, specially in the third world countries to start 
planning for development through concerted efforts but 
government administrative agencies and other voluntary 
organisations. The western world initiated the idea of 
development first, by conceptualising the term development 
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and then moved forward to help under developed or developing 
countries through technological and financial aid. Many newly 
independent countries of Africa and Asia were in the grip of 
acute shortages which needed to be tackled only by adopting 
drastic measures to tackle them. The bipolar world also 
assisted by providing huge amounts of money in their 
endeavour to win over friends to strengthen their blocs. 
India, which had been ruled, mis-ruled and 
plundered by many a foreign invaders, finally achieved her 
freedom soon after the cessation of hostilities after the 
war. After assuming office , replacing the British masters, 
it Mias the most cherised goals of the erstwhile freedom 
fighters to t»ngaged themselves and the entire administrative 
machinery in the gigantic task of nation building . The poor 
masses living in object conditions were inspiration enough 
for the government to formulate plans and projects and 
implement them vigorously for the benefit of the citizens. A 
number of development programmes were formulated and 
implemented with the intention of bringing about marked 
improvements swiftly by acting as change agents in this huge 
task. Many of the programmes started by various governments 
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from time to time either failed to deliver the goods or lost 
their sting on the way somewhere. Commissions of enquiry 
were set up time and again to gather information regarding 
the causes of their not too successful achievements 
Besides the usual causes of various nature like corruption, 
nepotism, lack of resources, lack of popular participation, 
undue interference by those who ought to have kept out, lop 
sided planning and acute shortage of manpower, the one most 
striking lacunae which has been often missed the attention of 
many has been improper stress on proper training programmes 
for those who were to act as the ultimate change agents in 
these efforts. There has been a definite dichotomy in field 
conditions and training programmes. The objectives of all 
found development of the whole community being common to 
both. The field personnel view the staff of the training 
agencies as visionaries and ivory tower observers. It is, to 
a extent, true that the training programmes lags behind the 
field requirements but at the same time it is equally true 
tliat field programmes lag behind the basic principles of 
community development of which the training agencies are, 
mare often than not, the true exponents. 
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To siuiy, e;<a(iiine and propose modifications 
in Itie training programmes of personnel engaged in 
development woi-k in the whole territory of India would have 
become too vast and untnieldy as thousands of such projects 
are in operation on all India basis and also in all the 
states of India. Keeping in view the limitations of such a 
venture, we have confined this dissertation to study the 
problem in the contej<t of Uttar Pradesh only. 
The study consists of five chapters, including 
the conclusion, tackling the problem in much detail, not only 
such t'f forts on All India basis in broad outline but also the 
problem itself. 
T\\e first chapter aims at a close study of the 
origin of civil services in India starting from the ancient 
period to the present day, travelling through the Hindu 
period, Mughal era and the British system of administration. 
This has been deliberately done as it is obvious that no 
particular period can completely shed the influences of the 
past on the present. Who could deny the impact of Mughal 
system of administration on the British Raj and the British 
legacy on the present administrative set up. The 
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administrative structure being th'a p)rime agent intended to 
bring about by indulging in developmental administration. 
The aecofid chapter deal3 with the provisions 
of imparting tr^ i in ing to civil servatits in India. The chapter 
tackles thf' problem nut only for the All India Services but 
r-itate seivice?- t'jo. All ttiese sets of services play 
thoic Tfile in the development process as no single services 
can Iivf> - n isolation. They are all inter—dependent as 
• levt'lopmf n t i^ undf^ proces-^ operative at all levels. 
The third chapter tackles the concept of 
He vf> loptii n t Administration as opposed to classical or 
I i-'i:! i t i onal administration . The distinction is necessary to 
be clarified as not all administration is developmental and 
not BII de ve loptiient i-^^ planned. At the same time the role 
played by huieaucracy in the task of development can hardly 
be over—emphasized as it acts as the most vital agency to 
bring about the required change in the quickest of time M»ith 
least friction. The role played by bureaucracy in development 
has been dealt in quite details in this chapter and its 
different approach in developed and developing countries has 
also been touched upon in this chapter. 
The fourth chapter concentrates on the 
training of developmental personnel in the state of Uttar 
Pradesh. Hany of the programmes started by the government 
loses itB attrnction some where on the way due to lad of 
properly tr-ained perisonnel who come into direct contact ixi tit 
the pBi.iple aimed at. A detailed study of variotis 
developmental schemes in U.F. has been attempted in tliis 
chapter. 
The last cfiapter concludes the problem whicti 
has been engaging the attention of the policy makers for a 
very long time . It is an attempt to higftlight the 
desirability of thinking seriously about introducing 
Miod i f ica t ions in the training programmes in order- to remove 
t'ne problem areas from our developmental schemes to achieve 
optimun) success. 
CHAPTER -I 
ORIGIN OF CIVIL SERVICES IN INDIA 
Administration in Ancient India : 
In ancient India, different branches of 
knowledge were grouped under four heads, namely; Fhiljiopny, 
the Vedas, Economics and Politics. Politics was regarded as a 
very important , if not the most important subject of study 
among the four. The Mahabharata says, "when the science of 
Politics is neglected, the three vedas as well as all virtut-'S 
decline""'. 
The method of study pursued in ancient times 
was some what different from that generally adopted in the 
modern era. Politics was treated more as an art than a 
science; in other words, guidance in the practice of actual 
administration, rather than the construction of a cor;plete 
and consistent system of political theories, was the object 
mainly aimed at in the study of the subject. The mcae of 
treatment was thus more practical than theoretical ana the 
result of this was that the conclusions were represented in 
the i^Qrni of moral precepts rather than sc.entific 
prmciples. Main sources of information about t:\e systerr.s of 
administration which prevailed in India in the ancient times 
and the political ideas and ideals which moulded and shaped 
those systems, are many. To be precise these are : the vedas, 
the Hindu epics, the smritis, the puranas, the religious 
books of the Buddhists and the Jainas, historical and 
dramatic literature, accounts of foreign travellers, 
Bpigraphic records, and lastly, a few treatises which deal 
specially with politics. Excepting little information, not 
much material can be obtained from the earlier part of .'edic 
literature about the political condition of India during the 
earliest period of her history. The later vedic wor^s ar? 
more revealing about it. 
The Ramayana and the Mahabharata can net je 
regarded as historical works in the modern sense of the term; 
but they do give us a graphic and fairly correct out], in? of 
the life of the Aryas in what is known as the heroic period 
of Indian history. The stories found in these epics are 
unreal occurrence and although the main themes of the epics 
are the wars of the heroes, both of these great, works prcide 
us with visions of the political conditions jf early Hindu 
Society and of the relations between the rulers sr;c the 
governed while, a few chapters of the riariabharata ar9 
specially devoted to an enunciation of the duties of kings 
and of the rights and obligations of subjects. The most 
ancient among the smritis were in prose and are known as the 
Dharma-Sutras, only a few portions of some of these works 
have yet been discovered. The most important of the Smriti 
works presently known are those attributed to Gautama, 
Apastamba, Vasishtha, Bodhayana, Vishnu, Manu, Yajnavalkya 
and Narada. Their purpose is to describe the rites and 
customs which in detail prevailed in private; civic, and 
public life and hence, they all devoted part of their works 
on discussions of political subjects like the duties of 
kings, public finance, civil and criminal laws and judicial 
procedures. These chapters are of inestimable value to the 
student of ancient politics . 
The Puranas, it seems are works which were 
originally wr'itten aiming at giving instruction to the under 
developed sections of community in all matters concerning 
this world and beyond. The considerable amount of incidental 
information is supplied by the Buddhist and Jainas Sutras, 
the Jatakas, the Milinda Panha, and other religious wor^ s of 
the sects. The information obtainable from this source is 
small in quantity, but the fact that the object of 
composition of these works was religious and not political 
lends to it a greater degree of reliability than is possessed 
by some of the other sources. 
The earliest foreign travellers who left the 
accounts of their visits to India were the Greeks. But 
Megasthanes who although, lacked critical judgment, proved to 
be important because he was attached for many years as 
Ambassador to the court of Chandra Gupta Maurya. He was a 
very careful observer of facts and events which came under 
his direct notice. His writings still remain one of the most 
vital source of information regarding the conditions of the 
country in the fourth century before Christ. Many Chinese 
pilgrims visited India during the period between the 4th and 
8th centuries A.D. and the accounts those left by them 
especially those left by Fa Hian, Hiven Tsiang and I.Tsing, 
are of very great use to people interested in the affairs of 
ancient India. Alberuni's Tarikh-i-Hind is also a useful 
source as it throws some light on the State of the country on 
the eve of the Mohamedan conquest. Copper plate, records of 
grants made by kings and others are also good sources of 
information for scholars studying ancient Indian political 
system. Of the works which treat specially the subject of 
public administration, the most important is the Arthasastra 
of Chanakya. Arthasastra, literally, means the science of 
secular welfare, as distinguished from 'Dharma-Sastra' 
meaning science of moral and spiritual well-being. But this 
work treats only politics, for in Kautilya's opinion, public 
administration was the chief means of promoting the welfare 
of the people. Prof. Jolly says, "a flood of light has been 
thrown on the political conditions of India in the very times 
when Megasthanes visited, it, by the recent, discovery of the 
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kautilya's Arthasastra" . The author of this great work was 
himself a practical statesman, and it bears on every one of 
its pages the impress of a great mind. It reveals a thorough 
grasp of essential principles as well as a mastery over 
minutes of details. 
At the head of the judicial system stand the 
king's Court. "This court was held at the capital, and was 
presided over, sometimes by the king himself, but more often 
by a learned Brahmana appointed for the purpose, who was 
known as the 'AdhyaKsha' or Sabhapati" . 
"The jury system, as it now prevails in the 
European Countries, is somewhat different from what prevailed 
in Ancient India. The three or five members of the judicial 
assembly acted as jurors as well as judges, but the final 
decision rested with the chief Judge" chief Justice and 
other judges were chosen in view of their eminent character 
and deep learning. They were, as a rule, Brahmanas but 
sometimes a few of them were selected from other castes. 
The chief possessions of a king which, 
according to Kautilya would enable him to properly perform 
his duties were : noble birth, god like intelligence, valour, 
love of nature truthfulness, straight forwardness, 
comprehensiveness of outlook, resoluteness of spirit and a 
council of fairly large number of advisers. Kautilya also 
mentions the following as the most important of the regal 
qualities; profound knowledge, good memory, a strong mind, 
versatility, dignity, foresight, capacity to guard against 
dangers and calamities, freedom from passion, wrath, greed, 
obstinacy, fickleness and hatred.' 
Never before in the history of India had such 
a vast territory been under the rule of a single sovereign. 
The Maurya king did not claim any divine origin yet he was 
taken to be the representative and beloved of God. He was the 
source and centre of authority, the head of administration, 
law and justice, the supreme judge, being himself above the 
law. All the officials were directly subordinate and 
answerable only to the emperor. He selected his ministers 
himself, appointed high degnitaries and controlled their 
activities. There was a well planned system of supervision 
and inspection. The king cared for his people as his own 
children. Megasthenes found the king approachable by the 
people any time and attending to their problems. 
During Mauryan administration the government 
was highly centralised, a purely bureaucratic set-up was 
established by the king and was managed through several 
officers of different ranks. 
Centralised Administration : 
The king was assisted by council of ministers 
called 'mantriparishad', the ministers themselves were known 
as 'mantrein'. According to Arthashastra, the king was to 
appoint ministers and act as per their advice. 
Ministers were to be personally present for 
the council meeting, if one was unavailable, absent a letter 
was to be sent inviting his opinion. The council met at fixed 
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intervals, but in case there was an urgent rriatter a special 
meeting could be held. Normally the opinion of the majority 
prevailed. 
CIVIL SERVICES : 
Below a superintendent, who was appointed by 
the king to head a department of the government, there were 
the officers of civil services. "Two very high officers were 
'Sannidhata' (chief treasury officer, and 'Samaharta' 
(collector general of revenue), other notable officers were 
durgapala (governor of forts), 'antpala' or 'anantamahamatra' 
(governor of frontiers), 'dandapala' (inspector general of 
police) 'akshapatala' (accountant general), etc" . Some 
officers are reffered to in the idicts of Ashoka e.g. Yuta (a 
Subordinate revenue officer), who codified the arder.. of the 
'mahamatra' and also accompanied him on tours, rajukas who 
measured the land by means of a cord (rajju) and fi;;ad thai.-
boundaries like modern lekhapala or patwari 'Rajuka purushas' 
acted as messengers conveying the orders of the king to 
rajuka-'Prades ika' were district officers ei^u.vaient 
modern District Magistrate. Vachabliumika wer>? ap^ .oiMt,?d t 
look after the rest houses, grooves, well; etc. Janic 
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s 
officers were lipikaras (scribes), 'Prativedika' (reporters) 
etc. 
All these officers in the centre were 
recruited directly by the keing, those in the provinces by 
the Kumaras (vice roys), purely on the basis of merit. Some 
times even foreigners were employed e.g. Tushapa appointed by 
A 5 o k a. 
DEPARTMENTS OF GOVERNMENT : 
Palace Department : 
The second book of the Arthashastra supplies 
valuable data about different departments of the Mauryan 
administration. 'The palace department was incharge of a 
controller Who looked after the needs of the royal household. 
There was a 'Dauvarki' or chamberlain, who issued passports 
and controlled entrance and e;;it to the kingdom. A special 
body guard was always in attendance to ensure the safety of 
the king's person. 
Provincial Government and Provincial sub-divisions s 
The Mauryan empire covered a territory which 
was great in size by any standards. It was naturally divided 
into a number of provinces with a Viceroy incharge of each. 
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Like the king, the provincial Viceroy was also assisted by 
council of ministers. The provitial government was given the 
task of maintaining law and order, collect taxes for the 
central Government, Co-operate in the work of its different 
deparmtnets and keep a watch over the frontiers and frontier 
people. It reported the general situation to the centre and 
received instructions from the letter, which it used to 
transmit to district headquarters. What amount of local 
autonomy was enjoyed by the provinces is not clarified by the 
available evidence. 
DIVISIONS AND DISTRICTS : 
Provinces were sub-divided into Divisions 
while division were sub-divided into districts. The officers 
of the Divisions were known as "Pradishikas" while those of 
the districts were known as'Rajukas' both were assisted by a 
large number of subordinate officers known as YUK'i'AS or 
YUTAS. The 'Pradeshtri' was charged with executive, revenue 
and judicial functions. Whether he was assisted fay any 
advisory council, official or popular is unknown. 
'Rajukas' were appointed over many hundred 
thousands of people originally they were revenue officers but 
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they e;;cercised judicial functions also. The position of the 
'Rajukas• was to a great extent similar to that of a 
'Collector' in modern administration. They had to collect 
land revenue, maintain proper records, promote trade and 
industry and carry out public w- '::5 like construction of 
roads and irrigation work. 
Further Sub-Divisions: The district was Sub-
divided into a 'Sthaniya' usually comprising of 800 villages. 
Each 'Sthaniya' conisted of two 'Dronamukas' having 400 
villages each. The next territorial division was 'Kharvatika' 
consisting of 200 villages. The head of these disisions 
exercised the revenue, judicial and executive functions. A 
number of cities in the Punjab were governed by their own 
Magistrats, they are called 'nagarakas' in the Arthashastra. 
VILLAGE ADMINISTRATION : 
The head of a village was called 'gramika', he 
was not a paid servant, he was elected by the people. Above 
'gramika' was a 'gopa' who was the head of ten villages and 
the 'Sthanika' who controlled a janapada or a district 
comprising one hundread villages most of the disputes of the 
village were settled by the gramika in an open Panchayat. 
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MUNICIPAL ADMINISTRATION : 
A number of cities are mentioned in the edicts 
of Ashoka Such as Patliputra, texila, Ujjain, Tosali, 
Suvarnagiri, Samapa, etc and the Arthashastra devotes a full 
chapter (11.36) to the 'Rules for the city Superintendent'. 
Megasthanese has described in details the administrative set 
up of Pataliputra and it is presumed that, by and large, 
similar municipal administration would be applicable to other 
cities as well . There was a local self government with some 
autonomy. The important affairs of the city of Pataliputra 
were conducted by a body consisting of 30 commissioners 
(astynomy or city council) who had formed themselves into six 
boards of five members each. The members of the city council 
were not elected but appointed, still, these cities enjoyed 
some autonomy. Ta;;ila for example, was a 'nigama' and issued 
its own coins. The city council had appointed officers to 
look after public welfare. The officer incharge of the city 
was Negaraka (Town-Prefect). 
REVENUE : 
A full treasury is a guarantee or' the 
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prosperity of the state. The chief source of revenue was the 
land ta;; and was collected by the revenue officer. The 
taxation system was fundamentally the same that exists today. 
ESPIONAGE : 
To keep a complete vigil over the entire 
administration including the conduct of officers, a well 
organised espionage system was established . A large number 
of detectives (gudhapurushas) , secret agents, news agents, 
spies, counter-spies etc. were posted all over the kingdom. 
Only the most efficient, smart and extremely honest males and 
females were recruited in this department. Ambassadors (duta) 
appointed in foreign countries were 'open spies'. 
Mauryans are credited to be the pioneers who 
evolved so elaborate rules for agriculture, animal husbandry, 
trade, commerce, education, army and so on that they could 
rule over a vast empire, the biggest in the contemporary 
world, with peace and tranquility for more than a century. It 
was a highly organised administration under a powerful 
bureaucracy at the centre with enough provision for local 
self government. The Mauryan system of Administration endured 
with much changed through the passage of time Prof. K.M. 
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Pannikar has said that "The Mauryan organisation as it 
existed was taken over by the Muslim kings and later on from 
them by the British if the present system is analysed to its 
basis, the principles and practices of the Mauryan state 
organisation will be found to be still in force" ^. 
MUGHAL PERIOD : ADMINISTRATION OF THE EMPIRE : 
It may be assumed that the responsibility of 
the district officers in the Maurya and Gupta empires could 
not certainly have been less than in Mughal and British 
times. The Mughal emperors ruled without any effective check 
on their authority. In theory they were only servants of the 
law, the muslim law. They could neither supercede it nor 
modify it. But in actual practice this was true of the 
personal law of the Muslims alone. By its very nature it was 
military rule and, therefore, a centralised despotism. To the 
Muslim portion of the population the soverign was both the 
head of church and State and therefore, for them he undertook 
socialistic functions. But towards his non-muslim subjects he 
followed the policy of the individualistic minimum of 
interference, for e;;ample he contented himself with 
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discharging only the police duties and the collection of 
revenue. In short, under the Mughals the socialistic 
activities of a modern state were left to the cotTimunity, to 
society, or the caste brotherhood. The functions of the 
government were extremely limited. There does not seem to 
have been any generally accepted law of succession. Dominion 
was not even supposed to run in the house of Babar alone. 
Mehdi khwaja was Babur's son-in-law whose claim to the throne 
does not seem to have been confened to the son's of the last 
ruler. Nomination by the reigning monarch did not have much 
effect. Aurengzeb's rebellion against Shahjahan who 
challenged the right of the reigning monarch both to nominate 
a successor and to take steps that his nominee should succeed 
him.In respect of the origin of the provincial and district 
administration during the days of the great Mughals, we have 
considerable knowledge. No doubt the Mughal Administration 
came in to existence from the system evolved among the people 
of Middle East. But at the same time , it was not unconnected 
with the traditions built up during Hindu Rule. Jadunath 
Sarkar says, " It was the Perso-Arabic system in Inidan 
setting." The emperor was the fountain of all honours, 
source of administrative power--, and the dispenser of lupreme 
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justice. These were not empty phrases. He summoned a few of 
his highest officers inside his private apartment to discuss 
necessary business with them. Once a week, or often, he held 
a court of justice. To these might be added the king's 
appearance in a balcony early in the morning when he received 
such complaints and demands for redress as his subjects chose 
to present to him. 
DIWAN-I-AM : 
The king had also created Diwan-i-Am where he 
appeared next . It was not a durbar as we understand the term 
today, it was a place for formal audience and amusement for 
the king. It was the king-in-court transacting state business 
in public. It was an assembly of officials presided aver by 
the king . 
DIWAN-I-AM-O-KHAS : 
There was a house created by king named Diwan-
i-Am-o-khas. The Diwan-i-Am-o-khas would be converted into a 
court of justice. The superintendent of the court would 
present the agrieved persons, probably explaining in each 
case their grievances. The emperor would then do justice 
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himself as he thought fit. The Mughal king formed the pivot 
on which the entire administration turned. In camps or in the 
palaces, well or ill, he never neglected business and thus 
always played an important part in the administation of the 
country. He presided over it, inspired its activities, and 
very largely, he determined its character. 
THE CENTRAL GOVERNMENT : 
As mentioned earlier Mughal kings were the 
pivots of their government, they kept almost all the threads 
of administration in their own hands, yet it was impossible 
to rule such a vast empire single handed . Akbar greatly 
benefited from the counsel of able administrators. He had 
appointed a large number of officials which assisted him to 
administer the whole kingdom properly. 
The Mughals did not have any equivalent of a 
cabinet as it exists today in different countries. The 
highest encumbents of office under them were heads of 
departments , rather than ministers . They were counsulted 
severely as well as in undefined groups in matters for which 
they were responsible or even in matters of state, generally. 
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But they had no right to tender advice, nor were there any 
institutions which would entitle them to express views. Such 
of them would be sent for to tender advice, as the king 
wanted to consult. It was, however, customary to consult some 
of them on important occasions. The question of mutual 
consultation or of joint resposibi1ity did not arise. Each 
one was responsible to the king . 
WAKIL : 
In theory, at the head of the administration 
was the 'Wakil' who was the emperor's chief advisor He was 
also specifically responsible for advising the emperor upon 
appointments, promotions, demotions, dismissals etc. The 
Financial officers were not under his immediate 
superintendence but they received, returns from the heads of 
all financial departments and kept abstracts of their 
returns. In practice, however, this office depended for its 
authority upon personal equation with the king. Great powers 
were exercised by Bairam Khan in the days of Akbar's 
tutelage. When the emporer grew up, he began to resent the 
Wakil's authority and brought about his downfall. Even when 
the Wakil did not have much power, he was influential as the 
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highest official of the realm having access to the monarch 
and often enjoying his confidence. 
WAZIR :-(FISCAL HEAD) 
It was another appointment made by the Mughal 
king himself for fair and effcient administration of the 
empire. The Wazir also called the 'DIWAN-I-KUL or DIWAN-I-Ala 
to be distinguished from the subordinate and provincial 
Diwans, Wazir was the head of the fiscal administration of 
the empire. In theory, he was subordinate to wakil; actually, 
he had independent authority. 
The Wazir kept strict control over the 
provincial Diwans and their officers and received for 
scrutiny detailed statements about the income and 
expenditure continuously from the provinces. The imperial 
treasury was also under his control. The revenues which the 
state received into its treasury and the administration of 
the sources of such revenue. The Diwan-i-Tan' was responsible 
for the payment of salaries to the servants of the state 
either in cash or in the form of assignment upon the revenues 
of certain areas called 'Jagirs'. The 'Mustafi' was the 
auditor general of the empire. 
20 
MANSABDARI SYSTEM : 
There was no division of the civil and 
military functions of the state during the Mughal period. So 
also was the case with the government officials, almost all 
of them had to perform civil and military duties 
simultaneously. With the nature of the things as they were, 
Akbar evolved a unique system of regulating the imperial 
services by the introduction of the "Mansabdari system" 
under this system all the civil and military officers of the 
state were styled as Mansabdars. The word Mansab meant a rank 
or office in the official hierarchy, civil and military, 
both. Even nobility of the Mughals was largely composed of 
the high mansabdars. The army officers , as well as nobles 
and royal princes, were all graded in ranks called'mansab', 
rising from the commanders of 7000, to 10000 for princes . 
PROVINCIAL AND LOCAL GOVERNMENT 
During the Mughal era, for the administration 
of provincial and local administration, empire was divided 
into provinces called 'Subah'. Each subah consisted of 
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several sarkars further Sub-divided into Mahal or Parganas. 
As it is said by W.H. Moreland, "The frame work was given by 
the division of the empire into province (Subah) of the 
provinces into districts (Sarkar) and the district into Sub-
divisions (Mahal) which vertually but not invariably 
coincided with the traditional local areas known as 
27 Paragnas" . 
GOVERNOR : 
'A province was under a 'governor ', in 
begining called as 'Sepahsalar ' or commander of armed 
forces. As his title signifies, his main duty was the defence 
of the area and maintenance of law and order."^ Wowever 
from the begining, he was also the head of the civil 
administration. On the civil side his duty was to encourage 
and e;;pand cultivation . He was required to extend all help 
to the peasants and to appoint the A mils and keep himself 
informed about their work. All Mughal Governers were 
appointed with clearly defined powers. He was not allowed to 
interfere in the administration of justice or the levy of 
ta;<es, nor was he allowed to lead prayers or act as the 
spiritual leader of the people. The Mughals believed in a 
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centralised system of government and generally avoided 
delegating too much authority to subordinates. 
Below the Governor the government of the 
province was organised on the same lines as the government at 
the centre. Apart from the governor, every province had its 
own diwan, bakhshi, miradle sadr (also the Qazi), kotwal, and 
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waqia nawis. " 
DIWAN : 
The diwan was the head of the department of 
finance in the province and his main duty was to see that the 
agrarian administration in his charge functioned efficiently. 
To this end he was in constant communication with the revenue 
staff in the paraganas. It was in his office that all the 
returns of assessment and realization from the pargnas were 
audited and then made into abstract reports to be sent to the 
central ministry of finance. 
SADR : 
The Provincial 'Sadr' made recommendations of 
grant to the Sadr-ui—sadur. The Provincial Mir-i-adle 
performed the same functions in the province as the Mir-i-
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adle at the centre. The Kotwal's duty was the maintenance of 
law and order However, jurisdiction was limited to the 
provincial capital. 
The provincial officers worked under the 
general supervision of .governor but were really responsible 
to their counter part at the centre. 
SARKAR ADMINISTRATION : 
During the period of the Sultanate, 
administration was not as well organised as it might have 
been, but it was a pathan ruler like Shershah, who laid down 
important principles of administration and built up a 
structure which worked according to the principles made by 
him. He did not believe in the procincial system which had 
characterised Indian administration during all previous 
regimes. He thought that provincial Governaors with all the 
resources at their command might become too strong, for the 
integrity of state . They might become rebellious and raise 
the banner of independence. Shershah divided his empire by 
creating a number of Sarkars and each Sarkar, in its town was 
divided into a number of Pargnas. Sarkar became the first 
unit of administration of the empire. 
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For the Administration of Sarkar, there were 
appointed a number of Faujdars. The Faujdar of a sarkar 
(district) was subordinate to the subahdar and his priiriary 
duty was to maintain peace. He had the permission to write 
directly to the imperial court. The Mughals did not have any 
assessment staff attached to the Sarkar. It was so because 
the administration at the provincial was so well-organised, 
there was little justification for duplicating the inspecting 
staff at the level of the Sarkar. However, it was modified by 
Akbar, but it was still the basis of the great administrative 
edifice reared by this great Mughal Akbar faced difficulties 
to run his vast administration without creating the 
provincial establishment, so he divided into a number of 
subhas, each subah again was divided into parganas. He 
appointed a Subadar at the head of each province who was 
incharge of the military and police administration. Military 
and police administrator was really the head of the subah. He 
was a miniature king in his own province associated with the 
subahdar. There was a Diwan who was appointed directy by the 
imperial government and was responsible to it in respct of 
revenue administration and civil justice. Diwan was not 
Subordinate to the Subahdar but was his colleague in the 
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administration of the Subah and one acted as a check upon the 
other. 
BRITISH ADMINISTRATION : 
The primary concern of the East India Company 
as a trading body was commercial gain, arising from the 
exploitation of rural industries in India. Its trade fetch 
considerable profits form Inidan products imported by it into 
European and British markets. "Before the abolition of its 
Indian monopoly in 1813 the company , in effect, functioned 
as a barrier against large scale imports of British goods 
into India.""* It continued to adhere to the British 
ambassador Sir Thomas Roc's advise to seek profit at sea and 
in quilt trade without land wars in India . Its later idea of 
having a fortified settlement arose from a feeling of 
insecurity due to internal disorder and political instability 
in India. The private traders were behind the movement for 
the opening up of the company's trade. It was the Pitt's 
India Act of 1784, which provided for effective Parliamentary 
control over the civil and military administration of the 
company in India. They continued to press fo-- the 
discontinuance of the company's monopoly in trade. Laler they 
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started agitating for declaration of British Sovereignty over 
the company's Indian territories. The creation of a civil 
service in the modern sense of the term may be the work of 
both Warren Hastings and Lord Cornwallis. The former laid the 
foundations on which the latter built up a superstrcture. 
Warren Hastings can be given the credit of reorganizing the 
revenue administration, remodelling the Judicial system, and 
freeing trade from its abuses. The term civil services, which 
is now applied to the general body of persons employed for 
non-military functions connected with the administration of a 
state was first used to distinguish those servants of the 
East India comapny who were engaged in mercantile works. 
Employees of the company were called its servants, and those 
who conducted its trade overseas were known as civil 
servants. They were distinguished from those employees whose 
duties were of a naval or military nature . When the company 
acquired political power and territorial empire, its 
mercantile employees became administrators and the term civil 
services acquired its present meaning. "A young man was 
recruited first as an Aprentice, the ne;;t higher grade was 
that of a writer, other three superior grades were those of 
'Factor' The Junior Merchants' and 'Senior Merchant'""^. 
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Initially the candidates were selected by the court of 
Directors on their own request or petition but in 1731 an 
order , was issued that, "In future all petitions for 
employment in the company's service, either at home or 
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abroad, be presented by some gentleman to the Director 
The system of Patronage took birth which, the court of 
directors claimed to be one of their important privileges. A 
candidate after being nominated by a Director, was required 
to submit a petition for appointment to the court. It was 
then referred to the committee of accounts for scrutiny .On 
its report, the court appointed th candidate by ballot. After 
his appointment the candidate was sworn in and required to 
37 furnish securities of 500 Pounds" 
A description of the process by which the old 
traders become the new administrators can convenietly be 
divided into three parts, the first , which is related to the 
period 1601 to 1740, during which the comapny was primarily 
concerned with trade and only incidentally with 
administration The seceond period lasted from 174-! to 1833 
during which trade become gradually less impo'-lant than 
administration, till in the later years, the compar/ stopped 
trading completely. The third period which starred frarii 1834 
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on wards, when the sole concern of the company's servants or, 
after 1858, of the government servants who succeeded them was 
administrat ion. 
The English Company sent out its first fleet 
in 1601. It carried a number of merchants, whose orders were 
to land and find trading posts whereever conditions appeared 
favourable; and this became the company's regular policy. 
These men were called 'factors' a word which means commercial 
agents; and the trading-post themselves were called 
'factories'. Later on they came to be called civil servants. 
In the early days the company tried to secure 
as factors, men who had acquired some knowledge of eastern 
trade in the levant or elsewhere and would generally be in 
the prime of life . But since the supply of such rrien was 
limited and so, the company was forced to send out untrained 
yound men much to the dislike of their bosses who complained 
that they were more ''hopeful than useful'. 
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In 1665 the surat factors asked to be provided 
with same 'youths of mean parentage, who write good hands, 
and in '1668', the company sent them out, as well as several 
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factors, twelve 'writers' and two apprentices" 'Thereafter 
both factors and writers were sent out every year. The supply 
of apprentices, which began in 1661, was irregular, and 
ceased altogether in 1694 most of them seem to have came from 
39 Christ's Hospital," which provided commercial education. 
No qualification was required of a candidate 
for writer ship except good penmanship, and after 1682, a 
knowledge of commercial accounts. 
The development of the civil service under the 
British rule in India underwent three broad phases. The first 
phase came to an end with the Mughal grant of Dewani in 
Bengal in 1765, when it first emerged as a territorial power. 
The second phase from 1765 to 1798 was a period of 
parliamentary intervention without any definite political 
policy. It was a formative period where the personal 
contributions of Hastings and Cornwallis we>'e more 
significant than the effect of legal provisions. "The third 
phase beginning with Wellesley's administration in 1798, 
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witnessed, by 1833, the success of free trade and the gradual 
40 transforiTiation cf trade into politics" . Wellsysley's 
administration marked the beginning of a new era which called 
for an organised and continuous flow of servants to 
administer the company's Indian territories as permanent 
emperial dominions. The principle of competition came to be 
applied to administration and although the court of directors 
considered this an infringement of its right to e;;erci5e 
patronage, it could not prevent the establishment of the 
system of competitive e;;aminat ions under the charter Act of 
1833. It was during this phase that the English utilitarians 
in India tried to ideologically justify a centralized and 
strong executive administration, basically on tha 
paternalistic tradition of Indian society. This prepared the 
ground for bureaucratic despotism based on the 
rationalization of administrative and ligislative 
institution. 
FIRST PHASE : CUP TO 17753 
Before the company was invested with civil 
administration of the three Mughal provinces of Bengal, Bihar^ 
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and Orissa by the grant of the Diwani to the East India 
Company by the Mughal king, trade was its basic concern until 
•1740 when its territorial acquisitions comprised the island 
of Bombay, a small strip of the coromandel coast including 
Madras, three villages in Bengal and the latter was also 
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allowed to fortify settlements, Fort William in Calcutta" 
and fort St. David at cuddalore. "The battle of Plassey 
brought to the company th.e jagir of the 24 parganas and one 
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crore of Rupees in 1757" , and three years latter, Mir Qasim 
ceded to the company the district of Burdhwan, Midnapore and 
Chittagonj. Plassey put the company's trade on the road to 
politics without political awareness. The company had not yet 
become a territorial power, although it had set up an 
organizational frame work which was capable of being 
transformed into an administrative instrument. By 1765 the 
term 'Civil Servant' had come to be used in the records of 
the company. 
THE SECOND PHASE (1765-98) 
The Mughal grant of 1765 made the company 
responsible for civil administration on a l?--'ip-. 5c.:^ "!e. The 
company looked upon the grant of these provinces p^:. 
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accindental and did not favour any attempt on the part of its 
Government in Bengal to behave with an air of authority and 
act as their masters. Only when attempts to rule Bengal 
indirectly failed did the court order its President and 
council at Fort william to become Diwan and take over the 
administration of revenue and justice through its convenanted 
servants. The private Trade interest, however regarded the 
diwani provinces as a permanent acquisition and favoured 
territorial extension as conducive to British interest. Any 
way as diwani in the Indian context, necessarily carried with 
it a share of civil jurisdiction, this indicated the clear 
assumption of at least one aspect of government by the East 
India company, right from 1765 till 1333, the company was 
engaged in a dual role of trader and a ruler - In 1333 it 
abandoned its commercial role and worked only as the 
administrator of the country. 'Pitts India Act of 1734 
treated the company's Indian territories as 'imperial' 
43 dominions." but refrained from any announcement of British 
sovereignty over them. The Act set up a Board of 
Commissioners to control the company's poli*i:al and 
Financial affairs. Its right to monopoly as well si 1*3 righ* 
to Patronage were not affected. Civil servants ccrit:r.usd tc 
33 
be appointed by the court in London- Thus, the Free trade 
interest, managed to have an effective machinary of 
parliamentary control established in London. In the evolution 
of the civil services the parliamentary Acts of this period 
played a very significant role, although the value of the 
personal efforts of Hastings and Cornwall is was no less 
important in this respect. 
The Regulating Act of 1773 can be regarded as 
a landmark in the evolution of British AdministratLon in 
India. This act appointed a Governor General at Fort Uilliarri 
in Bengal, who was assisted by a council of four rrierribers and 
also provided that " The whole civil and military qc';err\ment 
of said presidency (of Fort Wiliam in Bengal) and al^o the 
ordering, management and government of all the territorial 
acquisition and revenues in the kingdom of Bengal, Bihar and 
Orissa shall be and are hereby vested in the said Governor 
General and Council ..44 
'The Act also established a supreme coi of 
judicature at Fort William, which consist-jd of a :b.-i-if 
justice and three other judges. It prohibited the servant; 
the company from engaging in private trade or -"rorr; acra 
*ny present, gift, donation gratuity or reward"' 
no 
11 e r 5 w a '' >? 
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no limits of age for appointment to the post of writer till 
•1784, when the India Act 1784 fixed the age at a minimun. of 
•15, and a maximum of 18 years. The latter age was raised by 
the charter Act of 1793, to 2E years. To check nepotism and 
favouritism the charter Act of -1793 laid down that all 
vacancies occuring in civil offices below the council must be 
filled by the covenanted servants of the company belonging to 
the presidency where such vacancies occured. It made the 
civil service an exclusive and compact body of officers who 
were paid according to the number of years of service. The 
rediments of commercial knowledge continued to be only 
educational qualification till 1800, when the duties o*^ the 
company's servants had ceased to be purely commercial. Lord 
Wellesley was the first to realise that this was not enough. 
He decided to establish, at Fort William, a college, which 
all new-joined civil servants, irrespective of their future 
presidency, were to attend. However, the credit for cresting 
a civil service in the modern sense of the term must " i'-11 go 
to Hastings and Cornwallis. In short Cornwallis net onl/ 
created a civil service in a modern sense of the word. but 
provided it with new standards of honesty and "ight loncuct. 
It was under Warren Hastings that a serious beginn:-g was 
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made to create, out of the company's trading personnel, a 
service better fitted to discharge civil duties. 
WARREN HASTINGS : (1772 - 85) 
The most significant contribution of Warren 
Hasting, was that he reconstituted his administration on a 
political principle and gave to the company's government a 
coercive power to enforce decisions. The creation of a modern 
civil service may be said to have been the work of both 
Warren Hastings and Lord Cornwallis. The former laid the 
foundation on which the latter built up a superstructure. To 
Warren Hastings belongs the credit of reorganising the 
revenue administration, remodelling the judicial system, and 
freeing trade from its abuses. He had assumed of-ice as 
46 Governor of Bengal in 1772" . The greatest reform of Warren 
Hastings was in connection with the judicial system. 'In the 
liuhammaden courts justice was prostituted, almost every 
decesions was a corrupt bargain with the highest bidder" . 
So that, in Waren Hastings words, the regular courts of 
justice were every where suspended. 'He first established 
civil and criminal courts for every district with appellate 
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courts at Calcutta" . The judges of the district courts were 
aB 
Indians, but they were presided over by the collectors. The 
administration of civil justice was also transformed in 1781, 
when Hastings seperated revenu from civil jurisdiction and 
set up courts under English judges. He established two courts 
of justice in each district, exercising civil and criminal 
jurisdiction. It was his declared policy, " to point the way 
to rule this people with ease and moderation according to 
49 their own ideas, manners, and prejudices". Warren Hastings 
initiated the system of codification, which has been the 
secret of the success of judicial Administration of India, by 
having a code of Hindu and Muslim laws for the guidance of 
his civil servants. 'These judges were also given same 
executive powers, being invested with the power of arresting 
but not of trying dacoits and other criminals, Warren 
Hastings made no attempt to proceed her saltum by abolishing 
Indian judges or by substituting English for Hindu and 
Muhammadan law"" . He said, "to found the authority of the 
British Government in Bengal on its ancient laws"" . 
CORNWALLIS (1786-93) 
The reforms of Cornwall is marked the real 
beginning of the modern administrative svstem in India. 
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Cornwalis was fond of making sweeping charges of corruption 
such as his dictum, " Every native of Hindostan, I really 
believe is corrupt"'' , Since the grant of diwani in 1765, the 
greatest problem faced by the company was about the 
administering it-Indians or Europeans. And, should the 
administration be conducted on the principles of 
concentration or of the separation of powers and functions?. 
More than two decades went by before CornWallis provided firm 
answers to both questions. It was, however, Cornwallis who 
tried to effect a complete break with the past and, "we must 
date from Corn wallis the definite Europeanisation of all the 
higher posts in the administraiton"" . 
Cornwallis Europeanised the company's service 
by virtual exclusion of all Indians, Zamindars and local 
potentates who had been e;; cer c i s ing such functions as law and 
order and even judicial functions, although at subordinate 
level, were told to give up these functions. The state -took 
over the entire responsibility of keeping peace and order 
through its own officers, the 'darogas* of police, who were 
placed in charge of 'thanas' or police station into which 
'each district was divided under a Magistrate CGllectors, 
54 judges" Cornwallis took equally strong steps against the 
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continuance of the Indian agency in the administration of 
justice and revenue. He dismissed all muslim judges and in 
their place appointed European covenanted servants as circuit 
judges. He followed, " a policy of systematic exclusion of 
the natives of the country from any share in 
administration.'"^" His reforms in the domain of civil and 
criminal justice led him to provide for its administration by 
an almost exclusive agency of European functionaries. "He 
placed the whole of administration of justice civil and 
criminal, primary and appellate, in the hands of Ennlish 
functionaries"" . The transfer of revenue and allied suits 
from the collector to the Cognizane of the judge Ted to the 
virtual exclusion of Indians from the administraiton of civil 
justice. The administration of criminal justice was left in 
the hands of Indians by Warren Hastings. They supervised the 
work of the Magistrate's court in the district and 
functioned immediately under the control of the 'Sadr-
Nizamat' court presided over by a member of council. On the 
revenue side, all Indian officers of any consequence were 
replaced by the company's covenanted servants who had earlier 
served under them in subordinate positions and acquired e. 
degree of experience that rendered further dependence n^ 
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Indians, unnecessary. 
The other important cintribution of Cornwallis 
was that he introduced into the orgnisation of the 'civil 
service a definite legal and rational principle, expressed in 
the separation of revenue and judicial functions. He defined 
the duties and powers of civil servants in each capacity with 
fixed salaries assigned to specific appointements according 
to the degree of responsibility, it was called the Cornwallis 
code' . The reforms of Cornwallis created certain basic 
conditions for the growth of bureaucratization. Apart from 
consolidating the foundations of state authority, he brought 
corporate, legal and professional concepts to bear upon the 
organisation of his administrative staff. To his secretariat, 
he appointed in 1787 ^a secretary general on a total 
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emolument of Rs 50,000 a year" to sign orders and 
proceedings on behalf of the Governor. General in council, 
with an overall responsbi1ity of all departments. This was 
the begining of bureaucratic centralization. 
Its charter of rights was contained in the 
charter Act of 1793, which provided that all vacancies 
occuring in any of the civil of "ices in India, below that of 
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member of council, should be filled up from among the civil 
servants of the company belonging to the presidency in which 
they occured and not otherwise"" . The general principle was 
established that posts in the civil administration were to be 
reserved for the civil servants . This barred the door on 
outsiders and prevented them obtaining an entrance by means 
of patronage in England. Recruitment of this kind had been 
opposed by Cornwallis, who threaten to resign if it was 
continued. The same motive led to a provision that promotion 
was to go by seniority, the duties of different departments 
were defined, fixed salaries proportionate to responsibility 
were attached to specific appointments, perquisites and 
allowance were abolished .Redundant establishments were 
reduced and sinecures got rid-off. 'A civil auditor was 
appointed for the regular examination's entire civil 
expenditure, and this Cornwallis declared to be the only new 
office he had created"*^*^. It was also laid down in 1793 that 
all officers of government were amenable to.the courts for 
acts done in their official capacities, while government 
itself agreed to submit its rights to be tried by them in 
cases in which it was a party with is subjects in matters of 
property."° ' There was a double check on financial and 
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judicial irregularity. There was an undoubted improvement 
both in honesty and efficiency. 
IMPERIAL DEVELOPMENT 1798 - 1858 
We liesley'5 accession to the office of 
Governor General in 1798 marked the beginning of a new phase. 
Wellesley's arrival ushered in a dawn of imperalism in all 
its various dimensions. 'It dictated the necessity oP strong 
and trained bureaucracy, an executive administration based on 
a combination of Powers. The charter Act of 1813 was a major 
victory for free trade against the company's mono paly " ^ The? 
act formally avowed the undoubted sovereignty of the British 
crown over the company's eastern possessions and abolished 
its monopoly of Indian trade. It provided for a complete 
separation of governments territorial accounts from any 
intermixture of mercantile interests and transactions. The 
growth of imperialism and the free trade that went with it 
suggested the expediency of a representative bureaucracy, a 
bureaucracy that would be able to execute the task of empire-
building within the frame work of the developing capitalist 
system.The task of building a representative bureaucracy ir 
the Indian situation necessitated the fulfilment of three 
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main pre conditions, the replacement of the system of 
patronage by free competition, an organised system for the 
education and training of civil servants and the 
strengthening of the executive administration in the 
district. The idea of making a permanent institutional 
arrangement for the regular training and higher education of 
civil servants was an imperial idea. It was a political 
expression of wellesley's economic concept. Wellesley 
celebrated the anniversary of the fall of Sriranga Pattam by 
establishing a college at Fort William for the training and 
education of covenanted servants. The regulation establishing 
the college provide that every candidate nominated to sei'vics 
was to under go a probationary "training for 3 years" " 
during which he would not perform any public duties he was to 
take two examinations in the year, and at the end of the 
third year all successful candidates were to be awarded 
certificates of proficiency, however in 1802 the court of 
Diretors abolished the college. The private trade agitation 
for the college , however had its effect. 'The east Indiar 
college was established at 'Hertford in 1805"*^^. The Eas^ 
India college provided for the teaching of oriented 
languages, literature and history, in addition t •; Eurocp.^-
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studies on lines suggested by WeUesley. The subjects also 
included such languages as Arabic, Persian, Hindustani 
(urdu), Hindi, Sanskrit, Bengali, Telugu and Marathi. On 
nomination by his patron far admission to the East India 
College a candidate was required to undergo a probationary 
period of three years as a precondition to his appointment by 
the court to a writership. 'The charter Act of 1813 made 
appointments to the civil service conditional upon keeping at 
least four terms of si;; months each at the college." 
Administration 4 Training After 1947 : 
For the last one century Indian Public opnion 
has been favouring the adoption of the principle of a written 
competitive examination for direct recruitment to the civil 
services. It was demanded not as a means of testing 
knowledge, but for testing merit and general intellectual 
capacity. In a resolution dated 24th December 187?, the 
Government of India expressed the opnion m regard to 
appointments to the statutory civil services that such 
appointments should, under the rules, be gene--?.l'.y speakin:^ 
confined to "youngmen of good family and sociil position "'^ '^ 
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The Indian National congress which had its first session at 
Bombay in 1885 became at once a protagonist of fair field 
and no favour in the matter of civil service recruitment It 
gave its whole hearted support to the method of competitive 
examination. In the first session it passed a resolution 
which not only demanded the introduction of competitive test 
in this country for selecting Indian nationals for the 
convenanted civil services but raised the voice for the same 
method of recruitment to the Un convenanted services as well. 
'In fact in 1889 new rules " were made for admission to 
this examination and they come into effect in the next year. 
Now it was laid down that only university graduates would be 
eligible for admission to the examination and for final 
appointment . 'This system was continued upto 1904 in which 
year however. Lord Curzon's government abolished it ..68 and 
started again, to the patronage system. At last in 19E2 the 
government care of public opinion and announced the 
introduction of the method of competitive examination with 
effect from the next year for the recruitment to the 
provincial civil services .Competitive principles were 
modified by the principle of communal representation, 
different colleges and universities in the province allotted 
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the fiKed number of candidates to be nominated by them on the 
basis of their merit and further they were to be screened by 
a selection committee. Those finally chosen were to be 
allowed to appear at the competitive examination.The same 
principle was adopted for the All India examination for 
appointements to the Indian civil services. This was 
continued for many years with different modifications. 
With the achievement of the independence in 
1947 .government of India, as well as the different provincial 
(state) governments, had to decide as to how best they could 
recruit officers of the different civil services and train 
them for work which they would be called upon to perform in 
the course of their official carrier. These recruitments were 
made by a independent public service commission by direct 
competitive examinations with different modifications and 
suggestions given by various committes and Academicians. 
Normal recruitment to the Indian Administrative service, 
Indian Foreign services, Indian Police Services, Indian 
Accounts and Audit etc are made between the age of twenty one 
to twenty eight. 
After being appointed as a civil servant they 
are given trainig which is provided to the young "ecruits 
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before they are appointed to a service after joining it. With 
the achievement of independence and the creation of the 
Indian Adminisstrative service 'it was decided to set up a 
training school at Delhi. All Inida Administrative services 
Probationers are sent to his school for one year" ' During 
this period the subjects which have to be studied are the 
constitution of India, Five year plans, Indian criminal law 
including the Indian penal code , the criminal procedure code 
and Inidan Evidence Act, Administrative History of India, 
Hindi and a regional languages of the state to which they 
would be alloted . In addition to the studies they arrange 
visits to many places, learn how to ride horses and rriotor 
mechanics is also taught to them . After getting posted, they 
are also put on in service training for the problems they are 
likely to face while implementing programmes started by the 
government and the personnel . 
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CHAPTER - II 
TRAINING PROGRAMME OF CIVIL SERVANTS IN INDIA 
ALL INDIA SERVICES : 
"It i& good to have good will; 
It is good to have enthusiasm; but 
It is essential to have training " Jav.'aharlal Nehru 
Trainiiiy for puLiiic. servants in Developnient 
Adn.i Ti i i t r at i on is net a new idea. The Central and All India 
services and Techriical training in railways, F & T and 
several other departments of the governrrient are perhaps some 
of the oldest facilities available in the country. The-,e have 
been models for setting up tiairiing institutes in large 
industries in the country. 'Training in Administration and a 
central agency for training , however, came in 1962, when a 
cell in the Ministry of Home Affairs was established for 
general coordination and for stimulating in-service 
trairiing."" The Training Division which now forms part o-' the 
Department of Personnel d Adnanistrative Reforms m the 
cabinet secretariat was set-up in '1966. The Adniin i s t r at i ve 
Refornis Commission also niade several important 
r e cori.rs.endat i ons on training, which were generally accepted by 
51 
the governrrient . 
With the aim of establishing a socialistic 
pattern of society in the country, the need for building up a 
new generation of steel frame to handle mainly the problems 
of planning and development has lent a new meaning to the 
training of Indian Administrative Services (I.A.S) Personnel. 
This new steel-frame, which combines the role 
of a planner or reformer with the traditional role of a 
regulator, or referee, has to be trained in the virtues of a 
welfare state. The innocent ideals of a welfare 
administration. When viewed in its proper perspective, seems 
to have deeper implications on the training of the I.A.S., 
unlike the old steel frame (I.C.S) who were very cautious. 
"The I.A.S. officials are expected to be alive to and keep a 
judicious eye on the fast-changing developments . A touch of 
cr>. tive genius is just what the new generation of steel-
frame requires in the present situation. They must posses the 
qualities of leadership, firmness of character, decisiveness, 
courage, and above all, the intellectual power to grasp the 
situation as a whole as well as in its parts."^ All this 
implies that their training has to be a continuous process. 
The cycle of training has built in measures which allow the 
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cycle to regulate itself. The trainin<3 that provider; the 
ability to take clear-cut decision is a life - long process 
and helps in tackling many a situation, that confront the 
officer. Today more than ever before, training in the 
broadest sense is being considered as a key to national 
developriient . The case for training in government can hardly 
be over emphasised even though the rationale for training 
public personnel as an area of government responsibility is 
of fairly recent origin, even in developed countries. A major 
task of administration is to find ways of developing 
personnel for carrying out programmes, a none too easy task. 
In other words, a developmental approach to training will 
imply that personnel improvement should be stimulated and 
integrated, but with particular regard to national needs and 
objectives. In this context, training can be conceived as an 
integral aspect of government activity, not confined merely 
to administrative functions but to include all types of 
purposeful learning designed to enlarge personnel resuurces 
and productivity. 
Training is an important input in the process 
of developmeRt administration. With the advent of welfare 
state, the government has assumed and is assuming a number of 
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new and complex functions. It requires a large number of 
trained people to enable the government perform all these 
functions. A number of skills required by the Government 
employees and other organisations get incorporated in the 
normal education system as it adapts itself to the changing 
occupational requirements of the society. But there is always 
a gap between the occupational needs of new skills and their 
incorporation into the education system. 'Training must be 
distinguished from education. Its scope is narrower and more 
specific than that of education which includes the complete 
up-bringing of the individual from childhood, formation of 
character, of habits and manners, and of mental and physical 
4 
aptitude." . This gap between the t.i o is filled by special 
training programmes. There are always some existing employees 
whose knowledge and skills may become out-dated in the 
changed situations. Naturally they cannot start their 
educational process once again. They can, however, HP rr^--*-
new requirements of the jobs they are called upon to 
perform. Training is thus important for both, the employees 
as well as the organisation. To the employees, it gives a 
chance of self renewal, and to the organisation, it provides 
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a better trained and triotivated work force. This is the reason 
why training has been given an important place m the 
personnel management programmes of development 
administration. The government organisations have also come 
forward to organise many training programmes for their 
employees. 
The dictionary meaning of training is 
''instruction and discipline in a particular art, profession 
or occupation.""^ "More in consonance with notions prevalent 
about the training in the sphere of public Administration 
would be that it is a conscious effort made to improve or 
increase an employees's skills, power, or intelligence and to 
develop his attitude and schemes of values in a desired 
direction" In its broadest sense, training of some kind or 
other is a universal phenomenon in all the spheres and at all 
the stages of our life. From early child hood to old age we 
are constantly being trained in modes of belief, and 
conduct.Much of this training is unconsciously and 
informally, imparted under the influence of the family and 
other groups, which we belong to. Training of public 
employees, in its specialized sense is, however, a conscious 
effort directed towards achievement of some specific purpose 
0 1 
or purposes. "As understood in the context of public 
administration, training is rather specific and vocational, 
intended to increase a person's skill in some particular kind 
of work, while education is generally and aims at the 
broadening of the mind."^ 'The cycle of training has built in 
measures which allow the cycle to regulate itself" . 
Training has been a familiar feature of the 
military profession since the ancient times. The practice of 
training craftsmen through formal apprenticeship goes back to 
the middle ages. After the industrial revolution, when the 
machines grew more and more complex demanding greater 
technical know-how to operate them, the need for careful 
training became increasingly manifest. Accordingly, conscious 
training of employees first began in modern times, in the 
sphere of private business and industry. Its value increasing 
production and profits in industry was clearly evident. 
Public Administration, on the other hand, being monopolistic 
and having no accurate standards like profit or quantity of 
out-put to measure the results of experiments in improvement 
was not conscious of the need for training of its employees 
until recently, except in those branches where specialised 
techniques had to be learnt. Apart from this, the employees 
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were left to learn tfi iogs through the process of trial and 
error on the job, the hard way of learning as believed by 
many. 
Under the fast changing social conditions, 
however the task of administration also started growing in 
complexity. The activities of the state , once confined 
largely to the maintenance, peace and order , expanded 
quickly to new fields of health, education, business, 
industry and a lot of other activities to promote the 
national well-being . More important than even the<:.( f-sctors, 
is the speed of changes . Events like the two world wars and 
the great economic depressions which periodically afflicted 
our society, resulting in veritable revolution in the temper 
and ideas of the people, and democratic administraiton has to 
adapt itself to that. The key to the problem of such 
adjustments has been found in a suitable system of training 
of public servants. The 'Assheton Committee (1944)"*^ on the 
training of civil servants (in Britian) remarked in this 
connection, that now a days 'the civil service needs to be 
more consciously directed towards still higher ideals and 
standards of service and this can only be done by a planned 
and purposeful training, the service must be pervaded with a 
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sense of its obligation to the citizens as well as to the 
crown. We rate high the need for civil servants to acquire 
the right attitude of consideration and sympathy towards the 
members of the public but would add that this attitude should 
be mutual" . Increasing attention has therefore, been given 
to training in more advanced countries since 1920, and still 
more so since 1940" . 
The objective of training of the civil 
servants is an all round development of one's personality, 
both physical and mental. The training brings out and 
develops an innate quality of the trainees. Each trainee has 
to do the decisive work for his own education , all that a 
trainer does is to help him in this endeavour. The central 
object of training in one word is ^efficiency', to increase 
the effectiveness of the work of the officials for the 
purposes of administration. Efficiency has two important 
aspects, the first of which may be said to be technical 
efficiency in the present work of the employee or some higher 
work to be entrusted to him in future, and second is the 
improvement of his morale. Morale is a less tangible thing 
than technical efficiency in a particular job. It is 
connected with the out look and the attitude of the employee 
?8 
toward his work. It is evident that if training succeeds in 
attuning the employee to the central purpose of the 
organisation he serves it as a priceless gain to that 
organisation. "Training for high level administration must 
12 be, in a large measure, self training" 
A comprehensive statement of the objects of 
•training of civil servants was given by the Assheton 
Committee on the training of civil servants, in its report in 
-I944'i'13_ These are namely; 
1. To produce reliable work-skills in the employee. 
2. Flexibility i.e. to attune the public servant to the 
tasks in a changing world. 
3. To save him from mechanization by making him community 
conscious. 
4. To make him fit for higher duty and responsibility. 
5. To broaden the mind of the trainee, and to inculcate in 
him the basic principles, that he is a servant of the 
people, not a master. 
IMPACT OF TRAINING : 
The training would be considered effective 
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only if it improves performance of the trainees. For example 
skill training programme is supposed to be effective if the 
trainees have learnt to perform the jobs competently. 
Similarly inter-personal training can be called successful 
only if the inter-personal relationships within the 
organisation have improved and contributed to the attainment 
of the objectives of the organisation. Similar criteria may 
be applied to other aspects of training like orientation, 
development of concepts etc. 'The training is likely to be 
effective only if , the following areas are working 
14 harmoniously." 
It must be understood that the programmes of 
the organisation are shaped by its course. However, the 
motivation of employees is governed by their personal goals 
and aspirations . The training can be effective if the 
training programmes are relevant to the needs of the 
organisation and conducive to the realisation of personal 
goals and aspirations of the employees. "The capacity of an 
organisation to organise the training programme is limited 
and so is the capacity of employes to learn." The training 
has to be planned to suit the capacities of the organisation 
and the trainees. 
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The process of training has to be selected 
according to the needs to be served by the training 
programme. For example, lectures may be very useful in 
conveying some information to the trainees, but can be very 
ineffective in improving the inter-personal competencies of 
the employees. The process employed in conducting the 
training has to harmonise with the materials to be taught and 
the objectives of the programmes. The effectiveness of the 
training also depends on the situation in the organisation 
and outside environment. " If the senior officers donot value 
the training received by their juniors, the organisation will 
not have proper environment to encourage the employees to 
learn. The training programme, therefore, must have support 
and respect of the top bosses" . 
It is said that, "a young civilian must 
remember from the start that the training which he receives 
from others is of little importance compared with the 
training which is obtained by the simple process of keeping 
17 his eyes and ears open" . 
ALL INDIA SERVICES: 
All India servivces are a unique feature of 
the Indian Administrative system. Excepting Pakistan, no 
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other federation has such services. The usual pattern in any 
federation is to have two levels of services separately for 
the federal and the state governments. There may be some 
special arrangements to provide for the mobility of persunnel 
from one level to another . But the federal as well as the 
state government s have their own civil servic^is whose 
recruitment and service conditions they fully control. In 
India also the central government has its own services known 
as the central services and state-s have their own civil 
servants . In addition, there a.re All India Services whose 
personnel serve both the central as well as the state 
governments. At present there a.rs three all-India services, 
in SKistence. Qf these, three the most important. Loth from 
the point of social prestige and of promotional prospects 
right up to the administrative top, is the Indian 
Administrative Service popularly known by its abbreviated 
name I.A.S. on it has fallen the mantle of the erst while 
Indian civil service (I.C.S.). There are however some major 
differences between I.C.S. and I.A.S. First, l.C.S. was the 
generalist omnibus service. Its members used to man superior 
positions in all the branches of government including the 
judiciary (but excluding police). The I.A.S. has been 
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provided with a more limited area to operate. Secondly in the 
central secretariat there was a reservation of posts for 
members of I.C.S. No such reservation exists for I.A.S. and, 
thirdly, there has been a certain amount of qualitative 
decline also, in I.A.S. 
The All India Services were formed when India 
had a unitary, highly centralised system of government. 'They 
were, at that time, known as secretary of state's services" 
The first All India service to be established was the now 
famous Indian civil services which owed its origin to the 
'Macaulay report of 1854." The last to be added to the list 
was the Indian Agriculture service constituted in 1906. On 
the eve of the Government of India Act 1919, there were nine 
20 
all India services." 
1. The Indian Civil Service. 
2. The Indian Police Service. 
3. The Indian Forest Service. 
4. The Indian Educational Service. 
5. The Indian Agricultural Service. 
6. The Indian Civil Veterenary Service. 
7. The Indian Forest Engineering Service. 
8. The Indian Medical Services (civil). 
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9. The Indian Services of Engineers. 
The members of these services were recruited 
by the secretary of state for India who controlled their 
recruitment and conditions of service. They could be deployed 
to serve in the central as well as the provincial governments 
. These services , therefore made sure that the personnel of 
uniformly high calibre could be made availbale for tendering 
service at the central as well as the provincial 
governments. At the same time they provided a very good 
instrument to the secretary of state for exercising firm 
control over the whole administation. Gradually , the Indian 
civil services and the Inidan police developed into 
instruments of firm and efficient administrative control over 
the entire Indian administration. 
The interim government under the Prime 
PI Ministership of Pandit Nehru was farmed in 1946" and Sardar 
Vallabh Bhai Patel became the Home Minister. He convened a 
conference of provincial Premiers on 21th and 22nd October 
22 1946" . Sardar Patel expressed himself in favour of setting 
up of All India Services. He said such All India Services 
would function as a bridge between the centre and the states, 
ensure uniform standards of administration and to keep the 
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central administration in touch with realities. He also 
pointed out that the provincial administration would also be 
benefited by the wider outlook and experience of the officers 
of All India Services. As an All India Service, the IAS 
officer is under the joint control of the centre and states. 
The members of I.A.S. ars divided into state cadres. The 
ultimate control rests with the central government but 
immediate control is exercised by state governments to which 
a member has been allotted . "The strength and composition of 
each of the cadres is determined by the central government, 
23 in consultation with the state governments." 
"Recruitment to the I.A.S is made by the 
24 following three methods" 
1. By open competitive examination for young persons in the 
age groups of 21-28 years possessing at least a bachelor's 
degree. 
2. By promoting members of state civil services. 
3. By selection, in special cases, from amongst persons who 
hold gazetted posts under the state governments but are not 
members of the state administrative services. 
The responsibility to conduct the examination 
is given to Union Public Service Commission, which prepares a 
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list of successful candidates and ubmits it *o the 
Department of Personnel, the actual a, xntment le-^rs are 
issued by the government. The role o+ '.P.S.C. purely 
advisory. But in practice, the list ser by the Uni:- Public 
Service Commission is generally accept by the g: ernment. 
The intending candidates to I.A.S. tat ?;;aminat io- in (i) 
three compulsary subjects-essay , genef English ar: general 
knowledge (ii) three optional subject;: it of 20 subjects, 
generally taught in Indian universi ?s and (:.:) two 
additional subjects out of a list over 15 subjects 
generally taught at the post gradu ? level :- Indian 
25 
universities." To examine the workin )f these ;:':visions 
relating to the recruitment examination the civil services 
the UPSC has undergone a change "since '79 as a "isalt of 
the acceptance by the Government, t Kothari ::;T>mittee 
recommendation" The Kothari Committee bmitted it; report 
and made some important recommendations 
There should be a ommon con:etitive 
Examination for the All India Services A'ell as the rentral 
class I Services This should be known the civil i^rvices 
Examination. All services should appear the same -.inber of 
subjects and same marks alloted in the v tten exami-=: ion as 
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well as in personality lest . There should be a preliminary 
examination to weed out the non-serious and unsuitable 
candidates. It should consists of objective questions in two 
papers viz general studies and one optional subject. 
In the main examination, after the 
preliminary, one should offer two compulsory subjects and two 
qualifying papers, namely, English and one Indian Language. 
In addition, there should be two papers of general studies 
and two papers each for two optional subjects.The list of 
optional subjects are designed to give equal opportunity to 
students of humanities, sciences, and technology etc. The 
main examination consists of two parts, written examination 
and an interview. 
TRAINING : 
"After recruitment the members of the All 
India Services as well as the central Services are given 
foundation training of six months at the Lai Bahadur Shastri 
National Academy of Administration at Mussorie." 
Thereafter, they are sent to their respective training 
institutions for departmental training. The I.A.S. 
probationers remain in the National Academy of Administration 
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where as, the I.P.S. Probationers go for training to the 
National police Academy at Hyderabad. The entire recruitment 
and training Process for Indian Forest Services is different 
"The training programme for the I.A.S. has undergone a 
pa 
change since 1969' . When the central government introduced, 
what is called 'sandwich course' of training for newly 
recruited members of the I.A.S. The I.A.S. probationers are 
required to undergo training in two spells with an interval 
of one year. The first spell consists of foundational course 
and professional training. Its duration is si;-; months. In the 
foundation course, the I.A.S. probationers are joined by 
probationers of other central services except those of the 
central secretariat services, who are trained at the 
government owned Institute of Secretariat Training and 
Management at New Delhi. In addition to the foundational 
course, probationers undergo a measure of probational 
training also. The idea underlining the foundational course 
is that the officers of the higher services should acquire an 
understanding of the constitutonal, economic and social frame 
work within which they have to function, as these largely 
determine the policies and programmes towards promoting and 
execution of which they will have to make their contribution. 
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"After the completion of the foundational 
course and the first phase of training at the National 
Academy of Administration, the I.A.B. probationers are sent 
for district trining in the states to which they have been 
alloted" . Broadly speaking, the district training , which 
continues for full one yaer is divided into three parts in 
most states. "The probationers are sent to the states of 
their allotment" . He begin his stay by calling on the chief 
secretary and other secretaries in the state secretariat, 
where there is a training school. The probationer is attached 
to it for institutional training for a certain period . He 
then goes to a district and works as an under study in 
various administrative capacities. It is here that he 
obtaines for the first time, a good grasp of all facts of 
district administration and develops a capacity to study 
institutions , policies and programmes. The district, 
selected for his posting, is normally such as gives him a 
fairly good cross section of district level problems. "The 
probationer then comes to the secretariat and moves from desk 
to desk to learn about the functioning of the headquarters of 
government."'^ There is a counsellor at the Academy with whom 
the probationer remains in contact when he is in district 
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training . The probationer regularly writes to his counsellor 
giving an account of what he is studying, his empressions and 
problems. "The probationer, is required to prepare reports on 
various subjects which are allotted to him at the Academy 
32 itself before the district training begins" . These subjects 
primarily relate to District Administration. These reports 
are evaluated at the Academy and thus taken into account in 
his finalevaluation. "The report prepared by the probationers 
form the basis of discussions and exercise at the Academy, 
33 
which continues for "seven months" . At the end of the 
training the probationer appears at an examination conducted 
by the Union Public Services, Commission. The marks awarded 
by the director of the Academy play an important part to 
determine the rank of the probationer. However the position 
obtained at the open competitive examination is maintained 
even in the final ranking . After the probationers final 
examination is over. The probationer now becomes an officer 
and sent to the state of his posting. He is then given the 
charge of a sub-division in order to enrich and diversify his 
experience. 
During their one year stay at he Academy the 
I.A.S. are grounded in the knowledge of what might be called 
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their tool subjects. These are economics, administrative 
history of India, criminal law and procedure, general 
administration and district administration. In addition to 
these the trainees have to acquire a knowledge of the 
language of the state to which they have been posted. The 
trainee attached to an army unit, training is also given in 
riding, motor mechanism and in the use of fire arms. "The 
five months foundational course is intend to cover such 
matters as aim and obligations of the civil services and the 
ethics of the professional objectivity , integrity, 
thoroughness, impartiality etc." The significance of this 
course cannot be appreciated without some awareness of the 
I.C.S. tradition which the foundational course has destroyed 
."Such an e;;clusiveness is now eliminated in the case of 
I.A.S. by the foundational course." 'The study of law, 
district administration, riding, weapon training etc which 
could all be regarded as professional subjects, takes up 
about 60 percent of the time of a trainee as against 100 
percent in the case of the central services" 'The remaining 
40 percent of his time is utilised for giving him training in 
fundamental and background subjects like Economics, History, 
Public Administration etc"^^. 
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The subjects like elementary Psychology, 
Everyday Science, First Aid, Emergency Relief, Indian Art and 
Culture, Census, Population Studies, Linguistics and 
Phonetics are covered during this training period. The wide 
coverage of subjects is not designed to impart the Technical 
knowledge the trainees lack in the absence of any pre-entry 
training. "This knowledge is gained when they go for on the 
38 job training to their allotted states " . The institutional 
training at liusoorie makes them aware of the significance of 
their work and gives them a better understanding of the scope 
and nature of administrative processes. Present 
administration wears the hat of the economist in many aspects 
of his daily work. Subjects like Law, Economics , 
Constitution, Hindi, Regional language. District 
Administration Indian History, Asian history, Social 
Administraton, Linguistic and Sanskrit Literature, are taught 
by .the teaching staff at the Academy. "Other subjects like 
community development, cooperation, socialism, Gandhian 
philosophy, social welfare, planning and development, first 
aid, statistics, defence forces and Geneva conventions, 
International law, horticulture and general gardening, the 
metric system of weights and measures, world Geography value 
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of Records and Archives in administration, '^ 'ild life 
management, public enterprises, tribal people. Anthropology, 
census, every day science, elementry Psychology and many 
other are usually covered in talks given by the gu:?.it 
speakers."^" 
"Again classes are held in all regional 
languages. The trainees have to pass a qualifying test m the 
40 language of the region to which they are alloted" . The 
probationer receive some practical training even during their 
one year stay at the Academy. Classes in Horticulture ars 
held regularly in the morning. About ten acres of land, 
adjoining the Academy have been reclaimed as a result of ti;e 
41 interest aroused in the probationers." The trainees begin 
their day at 7:30 in the morning which starts with physical 
exercises. They are also given instructions in riding, 
musketry and motor driving from the numberof hours devoted 
to riding by the various batches, it is evident that a great 
importance is attached to this part of physical training. 
For purposes of practical training, "the 
probationers are divided into batches and attached to the 
orientation and study centres at lucknow, Udaipur, Mysore, 
Hyderabad and Ranchi for a period of IG days ""^ ^ During this 
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period they attend a special course of training. Besides 
learning various aspects of community development work they 
get an opportunity of on-the-spot study of village problems. 
This gives them some ideas of the nature of the work 
connected with rural development. "The probationers are also 
attached to the Sessions and Magistrate's courts at DehraDun 
43 for three days to acquaint them with the court procedure." 
This short get together leaves a definite impression on the 
probationer's minds. They come back to the Academy with a 
desire to study defence problems and the needs of the 
country. The probationers are divided into two batches for 
the cultural -cum-study tour better known as 'Bharat Darshan' 
in January, February every year. Probationers hailing from 
the south, visit important places in North India and those 
113 44 
from the North go to various places in the south." This 
includes visits to places of historical and cultural 
importance and some of the important enterprises. The purpose 
of the study tours is to give the trainees a first hand 
experience in observation of a programme or agency that can 
be studied best in its natural setting. The extensive use of 
lecture, method can be ascribed to three factors, namely(i) 
the large number of trainees, particularly during the 
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foundational course. 
(ii) an anxiety to cover a wide variety of subjects; and 
(iii) easy to arrange nature of this method. 
^The tutorial classes Are held mostly in 
afternoons. The probationers meet in small groups and discuss 
questions arising out of the lectures and their syndicate 
assignments. The teachers meet the probationer in rotation 
and help them in understanding various subjects ,.45 The 
tutorials enable the trainees to go deep into the subjects, 
covered in lectures and talks. The trainers and the trainees 
get closer to each other in discussions during the tutorials. 
The field trips contribute much towards the achievement of 
the objectives of training. Field experience furnishes 
excellent opportunities for observation and then taking in 
the application of knowledge and in discovering new 
knowledge. The small number of trips ensures their careful 
planning and proper evaluation. The probationers final 
examination is held at the end of all this. 
This examination is of two parts, part I is a 
written examination and part II consists of qualifying tests 
in riding, a regional language and Hindi. The examination in 
Hindi consists of both oral and written tests. The oral 
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examination in regional languages is conducted with the help 
of some participants in the refresher courses at the Academy. 
The performance of each probationer is assessed by the 
Director of the Academy. 
"Broadly speaking, the training consists of 
short period in the state secretariat. The idea is to give 
the probationers an introduction in the working of the 
Government departments and of their policies and programmes. 
Collector's offices ; the probationers are 
attached for short durations to the sections of the 
collectors office and to the revenue officials at various 
levels " , Here they are very usefully employed in 
examination and attesting the periodical returns, dispatches 
from the office. This gives them a good practical knowledge 
of their duties. 
Treasury ; (including sub-treasury) and 
accounts; "settlement and land records: Junior officers are 
given training in survey and settlement work so that they may 
be able to check the proceedings of their subordinates in 
future"^^, 
Police office and inspection of a pol 1 ce 
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station. Development departments, such as agriculture, 
cooperation, panchayat, community development and national 
extension services, minor irrigation etc. Sub-divisional 
office and magisterial and other judicial work. This is the 
general pattern of practical training in the field of 
revenue, magistracy, judiciary , development and general 
administration. Within this frame work the period and 
emphasis prescribed for specific items vary in different 
states. An examination of the training syllabus reveals the 
an adequate emphasis is being laid on the principles and 
practice of rural sociology. The text book in use at the 
Academy are also not indicative of the contemporary changes 
which have taken place in rural India. The inclusion of rural 
development as a subject of study in the foundational course 
is, therefore, a welcome feature. ^The teacher taught ratio 
of 1:60 as against 1:4 in the other countries has come in the 
way of a close contact between the trainers and the 
trainees" . It can be considerably eased if some senior 
civil servants are brought to the Academy on deputation 
during the foundational course to assist the regular teaching 
staff. 'The suggestion to have an advisory council for the 
academy, composed of eminent persons from public life, 
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academic world and civil services is a step in the right 
direction. It is apparent from the preceding discussion that 
the initial training is in the nature of providing the young 
probationers with an opportunity to counter act their weak 
points and at the same time, develop their special abilities. 
In so far as the trainees learn for themselves, their right 
selection determines the success of the whole training 
programme. The training programme develops in the I.A.S. 
official a sense of Public service to dwell on the essential 
qualities of objectivity and integrity they have to display 
and to place them on their guard against the dangers and 
temptations of official life. This aspect of initial training 
is, perhaps the most important of all. 
, 4 ^ - ^y^3 f/ 
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THE STATE SERVICES 
It is known that in a federal setup the 
central government as well as the states government have 
their own services whose recruitment and conditions of 
services they control. In addition, there are All India 
Services which are common to both the centre as well as 
states government. 
Most of the top positions in the state 
government are manned by All India services namely the 
I.A.S., the IPS, the I.F.S. The work of these states 
governments is also carried on in accordance with the 
principles of joint ministerial responsibility to the state 
legislature However, the council of Ministers or the State 
Cabinet cannot take joint decisions on all matters relating 
to the administrative business. "At the lower administrative 
levels are the .posts of deputy and assistant heads obviously 
the execuative functions of the government are performed by 
these functionaries. The executive work of the Government is 
divided into different departments each headed by an officer 
known by various names such as engineer -in-Chief, Director 
General of police etc. Some of the posts of heads of 
department are reserved for the Indian Administrative 
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service." While other are occupied by the officers of the 
state services.The division of work is based on the 
functional requirements of the jobs to be performed by them. 
Several state services have developed to perform these 
functions. Some of the important services into which the 
state services have been divided are : 
1. "State civil (or administrative ) service. 
(ii) State police service, (iii) State Medical Service, 
(iv) State Education service, (v) State Forest service, 
(vi) State judicial service, (vii) State en-gineering service, 
(viii) State engineering service, (For irrigation) 
(ix) State Cooperative servie. 
(K) State Agriculture service 
(;ci) State veterinary service 
(;;ii) State public Health Engineering Service" . 
Prior to independence, in most of the state 
governments, the newly recruited officers of different 
departments were mainly trained in the field during the 
performance of their jobs. Of course, 'there were some police 
Training colleges which imparted training to gazetted and 
subordinate police officers" In some states there were 
training schools for junior functionaries like Patwaris and 
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Kanungos. Not much attention was however paid to the training 
of civil services at that time. Most of the state have now 
set up their own training institutions. "Some of them started 
as civil service training schools and have now assumed the 
52 prestigious names of State Academies of Administration." 
Starting with a few courses for the state civil services 
officers, the training courses have now diversified to a 
great extent. "A large number of courses on different 
subjects for different categories of officers of different 
53 departments are now organised by these state Academics" 
These Academics not only train the new recruits, but also 
organises refresher courses. However, inspite of these 
efforts, the training of state civil services is still not 
very well organised. There is hardly any permanent faculty in 
the Academics of Administration. Guest lecturers of high 
calibre are difficult to get as most of them are not willing 
to travel to the state capital for delivering lectures. 
Moreover, a coherent programme can hardly be organised merely 
on the basis of lectures delivered by guest lecturers. There 
has to be a core faculty in some important disciplines like, 
Public Administration, Economics, Planning, etc to provide 
some basic minimum level of courses which may then be 
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supplemented by the guest lecturers. The training programmes 
are also not very well planned and there is a general 
shortage of training materials. Training of state civil 
services, therefore, needs a lot of improvement specially, 
the technical departments have to come up with training 
courses, so that the knowledge of technical officers may be 
kept uptodate. The states have their own programatic 
responsibilities, on the other hand central government's role 
is only of providing leadership and standard setting, . The 
state's civil servants are the only real agents of change 
orientation in India. There is a division of functions 
between the centre and state's personnel some times this 
division overlaps and many types of relationships come in to 
existence to promote inter-governmental cooperation.' The 
framers of the constitution incorporated in it , an 
infrastructure to promote cooperation and minimise the 
54 tension between the two governments' Apart from the 
provisions in the constitution, the central and state 
government's personnel have a number of ways to provide 
smooth working relationship between these governments. But 
the question arises that, what should be an ideal centre-
state relationship?. It is a very serious problem in India. 
82 
India has political democracy and as chances have come across 
when the same political party has not remained in power at 
both the levels. This is the position at present when 
congress party has power at the centre, Samajwadi party, 
Bahujan Samaj party combine is in power in Uttar Pradesh. 
This obviously has caused serious centre state problems in 
the field of administration. But 'It has been provided in the 
constitution that the state personnel will make their 
policies in such a manner that the implementing of central 
law is neither hampered nor delayed under Article H56 and 257 
of the constitution. The centre can give directions to the 
states for the execution of law" In the administative 
field, the central government has a hand in the running of 
state Administration by providing top positions personnel in 
the state administration like All India Administrative and 
All India Police Personnel. 'State service officers after 
getting promotion to the I.A.S. are generally sent for a 
short in service training course at the Lai Bahadur Shastri 
National Academy of Administration" and then they get the 
position of I.A.S. and appointed on key posts. Along with 
these problems the centre and states have other means to 
ensure smooth functioning to ensure efficiency and resolve 
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disputes. This is done through: 
a) Inter State Councils 
b) Zonal Councils 
c) Control Boards 
d) Consultation through Finance and Planning Commission' 
The central Government employees are better 
paid as compared to their counter parts at state levels. It 
becomes another bone of contention between them resulting in 
friction and it will. There is no reason why the Pay scale of 
the central and state level civil servants should be 
different for the same kind of work. 'As a result of the 
central personnels' higher pay scale, states have been 
finding themselves in an increasingly embrassing position 
58 
vis-a-vis their agitating employees" Therefore, on the 
matter of payscale of civil servants, whether It may be 
state services or central services there must be a national 
policy and the central government employees should receive 
the same pay packets. On the other hand, it is a well known 
fact that in the Administrative field the centre can rotate 
the state administration on their own wishes, but normally 
centre allows maximum autonomy to states by providing more 
funds in order to give training to its personnel and other 
84 
facilities. It is the need of the day not only in India but 
all over the world that a strong and powerful centre is 
necessity which can deal effectively to solve problems of 
present day society. 
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Community Development Programmes and National Extension 
Service s-
The problem of Rural Development of India has 
many facts. The provision, of cheap and useful credit of 
facilities for marketing, and of providing technical known 
how to the agriculturist is only one aspect of this problem. 
The other problem concernes rural sanitation, medical 
services, roads, communications, education and the removal of 
social evils. The Community Development Programme and 
National Extension Service Progerammes were started by the 
government of India and managed by the Ministry of food and 
Agriculture, are directed towards these aspects of the 
problem of rural development in India. Their chief aim is an 
integrated development of rural India, which is related with 
social, cultural and economic aspects of the community life. 
The basic target is to avail the full development of 
available material and human resources of the rural 
community. 'The Community Development Programme, which has 
the target of individual and collective welfare of India's 
vast rural population was launched in the country on 2 
October,1952, in 55 selected projects, each project covering 
an area of about 500 sq.miles with about 300 villages and a 
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population of 2 lakhs. "^ '^  under this programmes, the blocks 
came to be established as units of development 
administration. "In U.P. the present community development 
department at the secretariat level consists of a part of the 
old planning department as it has existed before the apex 
agriculture production and rural development department, was 
formed in April 1964."^° 
The National Extension Service : 
It was established soon there after, with a 
view to reinforce the administrative network to tackle the 
problem of growth and development at different local and 
functional levels. At this stage there was only nominal 
public participation. Therefore the need was felt for 
accelirating the development of democratic institutions. It 
appeared that to setting up of Panchayati Raj institutions 
came from the need to implement the above mentioned 
programmes efficiently rather than from the concept of 
developing a local self government at rural level. ' The 
Balwantrai Mehta study team was appointed in January 1957 to 
study and report on the progress of Community Development 
Projects and National Extension Service with a view to 
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improve their ef f i ciency"*^ ^  The committee found that the 
development cannot proceed without responsibility and power 
to target groups in villages. Community development can be 
real only when the community understands its problems and 
responsibilities and exercises their power through their 
representatives. The team recommended that the statutory 
elective local bodies should be established as early as 
possible and necessary power, authority and resources must be 
provided to them. Its recommendations showed the way for a 
new era of Panchyati Raj Institutions which was inaugurated 
on 2nd Oct 1959. In the community development programme, 
agriculture receives the first preference, because It is the 
main source of income of 70'/. of the rural population. Along 
with this the activities included are, to provide better 
communications, improvement in health and sanitation, better 
housing, widening the network of education, measures for 
women's and children's welfare, development of cottage and 
small scale industries etc. In short everything that helps to 
improve the lot of the villagers is included in it . 
There are however, two types of blocks in 
community Development Projects, the ^intensive ', called the 
'community development block', and the less intensive, known 
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as the 'National Extension service' (N.E.S.) block . The 
organisation, methods and purpose of both are the same. The 
community development programme have more funds for health, 
education, rural arts and crafts. The work of N.E.S. at the 
block and village level is two fold. It carries proved 
knowledge or research of practical utility to the villages 
and then transmits the problems of the villages back to 
research organisations for study and solution. 
Training! Formerly India used to train Bhikshus whose chief 
work was to spread religious knowledge. It was due to these 
that Budhism spread in all countries of Asia. Similarly, 
under the Comunity Development Pogrammes, Bikhshus are 
trained who can change the face of rural India. Gramsevaks 
and sevikas, and Mukhya Gram Sevaks are being trained in 
different extension training centres. " There are HO Gram 
Sevak training centres in the state, under a principal who 
acts as the head of office and vice - principal for field 
workers Training wing, refresher courses wing and workshop 
wing."'^ '^  Training is given on matters of agriculture, 
horticulture, panchayats. Social education. Soil 
conservation, cooperative, agriculture Engineering , civil 
Engineering and public health The trainee sent to a block to 
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get training. Training is given so that an officer could 
understand the role played by the government for the 
upliftment of the common man and the short comings, if any, 
in its implementation is removed . In this training the 
trainees, came face to face with the real character and 
working of the development plans. The training programme at 
block level is organised in such a way so as to focus on the 
philosophy of community development projects and National 
extension service, organisation and working of the block, 
study of the budget and maintenance of accounts and office 
routine procedure. The B.D.O Communicates in broad outlines 
the basic structure to each extension officer for agriculture 
and animal husbandry, social education, cooperation, public 
works and Panchyats. The extension officers involve village 
level worker who knows the aims of community development 
projects contacts the villagers to develop initiative in them 
by distribution of seeds and fertilisers, medicines, 
construction of buildings, wells and roads, cooperative 
societies, working of panchyats, mechanised farming, 
eductional and recreation centres and Mahila Kalyan kendra. " 
In the last stage of training , covering three days, 
attachment with an officer of public work department, he 
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learns about construction of buildings , roads and organising 
shramdans" 
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CHAPTER - III 
THE CONCEPT OF DEVELOPMENT ADMINISTRATION 
Developmental and non-developmental administration 
There should not be too much stress on 
developmental against non-developmental administration. There 
Ars many areas which are similar in both kinds of 
Administrations and at the same time there 3.re many issues 
which distinguish them from each other. 
Development administration and non-
developmental administration are similar as far as how rules, 
laws, policies and norms are implemented by government 
organisations. They differ from each other so far as their 
complexity7 scope, objectives are concerned .The degree of 
innovation in developmental administration is greater than 
in non-developmental administration . The difference will be 
seen in the mi;;es of developmental or non-developmental 
ecological setting in administrative department. The 
developmental process does not start only with the 
achievement of political freedom. It is widely believed that 
development administration is related only with the 
administration of developing countries. The conception of 
dichotomy that public administration is concerned of 
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developing countries is highly misplaced . Such concept can 
only bring down the utility of the concept of development 
administration in its application to the comparative analysis 
of developed and developing countries. This is not 
necessarily to mean that the colonical rule was non-
developmental and all non-colonial governments are 
developmental. In India, before independence many 
developmental programmes were initiated by the Britishers 
It may be possible that a country inspite of having self-rule 
finds itself unable to start developmental programmes. Thi5 
would be incorrect to say that colonial rule is only 
concerned with law and order administration, while public 
administration under self government is mainly developmental 
administration." Many of the newly independent nations give 
top priority to the necessity for maintenance of law and 
order " . 
In an administrative setup certain 
organisations are created specially for developmental purpose 
and they ars treated as developmental, while others are 
treated as non- developmental, such as, planning commission, 
development banks etc, are treated- as developmental ore but 
other parts of administrative setup should not be considered 
as non-developmental. This kind of sepration between 
developmental and non-developmental can create the problem of 
low morale of officials who are lined-up for performing non-
developmental activities. 
So called non-developmental activites like 
maintenance of law and order and collection of taxes are also 
indirect processes of development because if there is a 
problem of maintenance of law and order no development can 
take place. Areas inhabited by hardened criminals are clear 
examples where developmental activity can not take place 
because the fruits of development are taken away by the 
dacoits. In the same way if the collection of taxes is not up 
to the required demand then the finance for development 
activities would not be available. So it is clear that public 
peace as well as adequate machinary for tax collection should 
be considered essentail for developmental activity. 
Any difference between developmental and non 
developmental activity has not clearly been established so 
far. Only varying degrees of development orientation exists 
in different programmes. 
As has been explained earlier that development 
administrator is often concerned with a high degree of 
99 
innovation in administrative set-up> this should not mean 
that other parts of administrative setup which do not require 
much innovation are purely non-developmental . In practice, 
this kind of dichotomy does not take place, "nothing is 
either fully developmental or fully non-developmental, using 
the term hot or cold, even forgetting another category, vis. 
warm, which can be used to describe variations in the 
2 
temperature" . 
Bureaucracy and Development s 
The administrative system of independent India 
has been inherited from the British colonial system. 
Britishes had major intention to use the Indian resources as 
much as they can and very little care was given by them to 
develop administration of India solely for the sake of 
economic development and social changes. The British 
Administration was only related with the maintenance of law 
amd order and ta;< collection. In Independent India we have 
often changed the boundaries of administration. After 
independence sphere of the functions of government has vastly 
changed from only being the guardian of law and order to a 
welfare state . Now, goverment's role has expanded for the 
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welfare and well being of its citizens. This major shift in 
its aims became a turning point for the intervention of state 
into economic and social fields. For the transformation of 
the back ward society, in under developed countries, from 
abysmal social, political and economic conditions into a 
well developed country, required to be well planned in which 
the government itself has to be the main planner of 
develoment effort. The principal planner is to provide the 
incentives to the system for social changes and also to 
remove hurdles and eliminate imbalances which can effect the 
system in transition, red-tapism , division of work, 
hierarchical arrangement of offices etc are considered to be 
the ills of bureaucracy and due to these deficiencies in the 
civil service, it brings down its role in the society . This 
critism of bureaucracy shows its weakness to play an active 
role in development administration. 
The principal planner, the government, itself 
promotes and accelerates all developmental efforts. And these 
social and economic developmental activities in the country 
has acquired for bureaucracy a new importance in the mission 
of nation building. Dwivedi and Jain have drawn attention to 
another dysfunctional aspect of development bureaucracy, 
101 
their observation is that " the central issue of development 
administraion is then no longer just one of manageability of 
the administrative structure. It is a more fundamental one : 
the incompatibility between bureaucracy, as a form of 
institutionalised social control and development, agency 
3 
capable of defining quality of life for the population" , In 
this chapter the main focus is how to face the problem of 
socio-economic developement by bureaucracy . These challenges 
required proper attention to adopt a new environment and 
change the idea of maintenance of law and order only to the 
achievement of the targets to be accomplished rapidly with 
least waste and less failures . It has to undrtake many 
social and economic functions for bringing about social and 
economic changes for nation building and improving living 
standards of the society. By bringing about this major change 
in its focus , the reputation of bureaucracy will ultimately 
change . Formerly the style of working of bureaucracy was 
based on colonial requirements but now, it is in the frame 
work of democratic setup with active involvement of the 
people for whose welfare state exists. In recent times in 
India the basic issue which has come up is whether the 
bureaucracy and its functioning which is inherited from 
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colonial rule can respond to the changing values, aspirations 
and goals of the society. In conclusion of this issue w*e can 
say that, " a more carefully organised and deliberately 
adopted bureaucracy structures and its working would possibly 
be more flexible and capable of being positive towards the 
development requirements " . The close system of impersonal 
operation of developmental programmes, the rigid acceptance 
to formal rules, sticking to precedents and clinging to out-
dated procedure, must be replaced by a forward looking, 
change oriented and result oriented system. Bureaucracy is 
permitted to take initiatives, responsibilities and 
innovations for development and social change. 
The business of the modern state is performed 
mostly by its administrative agencies. Paul Appleby said, 
"The heart of administration is the management of programmes 
designed to serve the general welfare. " The welfare 
activities of the state administration is take place in all 
the corners of the country and the developmental programmes 
related to bring about a total change not only in urban areas 
of the society but rural areas as well, specially in 
agricultural sector too. British colonial ruler's interests 
were to use India's resources as much as possible and hardly 
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bothering about developmental work . Their aim was to use 
bureaucracy for their own interests, not as an instrument of 
economic and social change. After attaining idependence the 
functions of government machinery have changed. Instead of 
maintaining law and order alone, welfare and will being of 
its citizens has become its primary function. Government 
started many programmes in post independence period, 
Bureaucracy was required to actively implement these 
programmes for removing the peverty, reducing unemployment 
and illiteracy. Many more schemes were launched but majority 
of them failed continuously because the reasons for their 
failure were never identified . The tool of state which is 
called bureaucracy has been able to stall many programmes and 
actually became an obstacle in the way of developmental work. 
The last independence day message which sardar Patel gave on 
15 August 1950, said that, 'Our Public life seems to be 
degenerating into a fun of stagnant waters; our conscience is 
troubled with doubts and we despair about the possibilities 
of improvement. We donot seem to be profiting either from 
history or experience. We appear helplessly to be watching 
the sickle of time taking away the rich corn, leaving behind 
the bare and whitened stalks. We talk, while paramount need 
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is that of action, we are critical of other peoples 
exertions, but lack the will to contribute our own" The 
state has become the main apparatus of development of the 
society, while bureaucracy is considered as basic tool of the 
state. After independence our political system has changed 
towards bureaucratic, while administrative system is turning 
more and more political. Ralph Waldo Emerson, has give a 
portrait of bureaucracy, "These tools have some questionable 
properties. They are reagents, machinery is aggressive, the 
Weaver becomes the web, the machinist a machine." 
The broadening of state activity into 
economic and social developmental activities has acquired new 
importance in the task of nation building .For this process 
of national planning , heavy responsibility exist with the 
administrators for bringing about welfare goals in a society. 
"The functions occuring to the governmental brueaucracy thus 
goes beyond the traditional frame of reference of a laissez 
faire state." Many times questions are raised about the role 
of bureaucracy as an agent of political, social & economic 
change. Laski observed that; "the characteristics of 
bureaucracy are its passion for routine administration, the 
sacrifice of flexibility in rules, delay in making decisions 
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and a refusal to embark upon experiment." 
The modern welfare state exercises many powers 
and functions to change the economic life of the people. It 
is very essential that these powers should be exercised for 
development purposes for the common man in the remote 
villages where real India exists. "The manner in which this 
power of the officials at various levels is excercised is an 
acid test of democracy, in practice. The centre of power is 
Delhi and state capitals which will have to be deconcentrated 
10 to the villages." 'Develpoment or modernisation is a social 
process which can be influenced, in large measure, by human 
design. Activity related to development is normatively 
directed towards the overriding and interrelated goals of 
11 
nation building and socio-economic progress" . Thus there is 
a developmental network which starts at central level and 
goes down to blocks level for the implementation and 
execution of social welfare programmes . So far these 
programmes are implemented with considerable success. 
Development has a very wide field, In a country like India 
where there are many social problems, some how or the other 
related with economic problems, social welfare activities 
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should be given high priority by bureaucracy. Central and 
state governments always try to develop more and more 
resources for developmental programmes, and try to provide 
inservice training to bureaucracy to prepare them for any 
future problems. 
"A development service cadre was constituted 
under the rural Development Department in 1973. It consist 
of (1) Class I officers : planning officer, administrative 
officer, deputy chief executive officers. (E) Class II 
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officers : block development officers" These officers were 
considered as state civil services cadre performing only 
developmental work in their respective areas. At the district 
and block levels. The bureaucracy which has the power and 
prestige required for developmental work is used in the 
interests of masses. Not only these Bureaucrats implement a 
host of programmes in the sphere of developmental jobs like 
family planning, adult education, education of handicapped, 
health education, controlling of diseases, providing medical 
relief etc ., whenever needed are called upon to make special 
arrangements for scheduled castes and scheduled tribes. In 
the context of administration of development programmes, it 
is necessary to maintain law and order subject to controls of 
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accountability to the people they serve . To fulfil their 
duty, the bureaucracy should be forward looking in the 
matters of decision making and sieving problems of people. 
Bureaucrats should be in close touch with the masses by means 
of regular consultations, information and guidance . The 
administrator-community relationship will develop a strong 
mutual trust and confidence in each other, hence ,it will 
accelerate development programmes. Finally it is also 
necessary to make changes in the official's, socio-personal, 
socio-administrative and socio-cultural relationships for 
changing his attitude towards his fellow beings, his 
subordinates and political leaders with whom he comes in 
contact so frequently. Bureaucracy working in an atmosphere 
of mutual trust and confidence will help in achieving targets 
for the development of the country 
DEVELOPMENT ADMINISTRATION IN DEVELOPED AND DEVELOPING 
COUNTRIES 
To classify modern states into two broad 
categories on the basis of their development is a common 
practice these days. These two categories are often termed as 
developed and developing countries. The environment is a 
characteristic of development, and development is related 
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with the nature of administration of a country. 'In the 
category of more developed countries are countries of western 
Europe, North America, scandinavia and Australia, New 
Zealand, Russia, Japan, Israel, and now South Korea too" "^ . 
In these type of countries there is a high degree of task 
specialisation and each organ of administration has 
specialised purpose like agriculture, transport, defence 
budgeting, personnel, planning etc. These countries also have 
well defined political structures i.e. political parties, 
elections, legislature, chief executive, cabinet etc. These 
organs of government design rules and regulations and 
formulate policies and then administration is expected to 
implement them. The bureaucratic structure is very huge with 
specialised sub-units which get targets to attain. Actually 
they perform a wide range of governmental functions, 
accepting directions from rule making bodies of government. 
They are also considered as professionals. Its most important 
mission is to ca^rry out the policies of political decision-
making bodies. There is a clear line of demarcation between 
bureaucracy and other political organs engaged in political 
process of the country. The political system is stable and 
mature while the bureaucracy is well developed in developed 
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countries . Administration in these countries is ligilimate 
and politically accountable and responsive. They are 
recruited on the basis of merit and right orientation for 
efficiency and public good. The developmental programmes have 
specific spheres to perform in, hierarchical structures and 
wide functions that must be performed by development 
administration for the betterment of community. There are 
countries which are refered to as developed, while some 
others Are called developing. Many names are given to this 
class of countries, like, 'less developed, 'emergent 
transitional', 'expectant, under developed, but 'developing 
has found more support because their present situation is not 
permanent and it may go into the category of developed 
countries." These types of countries are mostly in Africa, 
south or Latin America, some Island nations, Asia, (Except 
Japan and south korea) and some countries in Europe also come 
under this category" 
The difference between developed and 
developing countries administration is quite striking. This 
is because of their difference in culture, language, 
political climate , administrative set-up, and historical 
background . The process of modernisation being under taken 
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in developing countries differ from developed countries. The 
developing countries were mostly under colonial rule and 
they inherited their developmental administration from 
colonial administration, which was aimed only at the 
utilisation of their resources and maintaing law and order. 
Colonial rule obviously does not care about improvement of 
social and economic upliftment of the country they rule. The 
bureaucracies in developing countries which have not been 
under colonial rule show a different pattern. In these 
developing countries new civil service was developed, fresh 
in personnel, goals, structure and activities. They were made 
aware of new goals, like economic development , social and 
educational advancement, they were more politically oriented 
with a sense of responsibility, than the bureaucracies under 
colonial rule " So the administration of developing 
countries after independence, concentrated more on 
developmental programmes along with maintenance of law and 
order. With the ever growing activities of the Government , 
developmental functions are of great importance in these 
countries. There are many government agencies which come 
forward to implement different developmental programmes. 
Their activities are coordinated to give effect to the 
I l l 
governmental programrries . For example, in India , 
administration mainly plays a coordinating role in activities 
like food and civil supplies in a situation of general 
shortage of these commodities. The administration is 
supposed to exercise complete control over them . Apart from 
this , the developmental administration is also responsible 
for many welfare programmes for the weaker sections of the 
society, like, programmes for the help of handicapped people, 
women and children, scheduled caste and scheduled tribes etc. 
and they al3o, through the election commissiom help conduct 
the elections to parliament and state assemblies. In the 
developing countries administration works at the grass roote 
level and make the necessary plans for the rural areas by the 
institution of local self government. 
Another Area in which public bureaucracy in 
developing countries play a crucial role for the development 
and stability of democracy. Most of these countries lack a 
genuine commitment to democratic values and processes despite 
the services they render to them. In some countries like 
India, Israel and Mexico, democracy ranks at an equal footing 
with economic development as a major goal , Bureaucracy, in 
most of these countries, is regarded as a major instrument of 
l U 
social change, It maintains services oriented to both, the 
rulers and the ruled . 
In developing countries there are several 
types of administration, opted in different circumstances : 
(a) Traditional Autocratic : 
Such a s found in Saudi A r a b i a , Morocco, 
Paraguay e t c . I t i s t r a d i t i o n a l in i t s s t y l e of r u l i n g . 
(b) Bureaucratic Elite : 
Thailand, Pakistan, Brazil , Sudan, Peru, 
Indonesia are a few examples of this type. In these system 
political power is separated from effective power and 
political participation by the people is very limited with 
political power being vested in the hands of civil and 
military bureaucracy. 
(c) Dominant Party MobilizaTion : 
Such as Algeria, Bolivia, Egypt, Tanzania, 
Tunisa, Male etc" as some examples of the system. In these 
countries the dominant party may be the only legal party 
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which ensures its position by coercive techniques. The 
government follows certain ideology and there are mass 
demonstrations of loyalty to the government. There is a great 
stress on a programmes for development and show of 
national ism. 
(d) Polyarchal Competitive : 
This type of Administration is found in 
Philipines, Malaysia, Costa Rica, Greece etc" . In these 
countries political participation exists on the lines of 
modern developed states, but they are often interrupted by 
military take over, though it might be temporary. 
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CHAPTER - IV 
TRAINING PROGRAMMES OF DEVELOPMENTAL PERSONNEL IN U.P. 
The Thrust Areas s 
^The local assemblies of citizens constitute 
the strength of free nations, town meetings are to liberty 
what primary schools are to science; they teach men how to 
use and how to enjoy it: A Nation may establish a system of 
free government, but without the spirit of municipal 
institution it can not have the spirit 
of liberty' DeToecquevi1le 
It is proposed now to offer only a brief 
account of the structural growth and changes in the field of 
development by giving the proper training to the personnel of 
development programmes in U.P. Not much could be said on 
developments in the urban areas, but the main emphasis will 
be on thrust areas where people do not have even one meal a 
day . Democracy is the respecter of numbers and in terms of 
numbers rural India represents two third of the total 
national population. So a large number of problems like 
congestion in city areas leading to development of slums, 
strains on the existing community services like water supply, 
sewerage, lighting along with these there are many other 
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problems too, like, unemployment among the people, poverty, 
untouchabi1ity, and many other problems which exist among the 
masses. It is difficult to solve them from the state head 
quarters, without giving proper training to the developmental 
personnel for the development of an efficient administration. 
So, for the developmental programmes, the government has to 
play a very vital role by providing in-service training to 
its personnel . 
JAWAHAR RQZGAR YOJNA : Under the Jawahar Rozgar Yojna for the 
development of thrust areas ''the Indian Government spent more 
than Rs. 50,000 per annum at the Block and Village Panchyat 
levels in each district on the training of personnel for the 
2 
implementation of plans" . Along with this the government has 
also aimed to spend 50"/. of the amount from this fund on the 
training of non-governmental personnel 
The personnel which ars trained for the 
implementation of the Jawahar Rozgar Yojna a.re '• 
1. Village Development Officer 
2. Assistant Development Officers of the Block 
3. Junior Engineers, Irrigation 
4. Joint B.D.O. 
5. Block Development Officers. 
6. District level Officers which are nominated as incharge 
of the Block Development. 
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7. Different District level Officers which are related with 
planning and implementation of the Jawahar yojna. 
8. District level officers of different developmental 
organisations. 
The Jawahar Roagar Yojna is just for the 
development of the rural areas and its people. The training 
is given to different personnel for the implementation of 
this plan at the grass root level. The developmental work 
which is performed with this idea, which has the ultimate aim 
of development of thrust areas and make the people of these 
areas self dependent by giving employment and training in 
different trades and business, are as follows". 
1. Development of the deserted land. 
2. Forestation 
3. Plantation on private lands. 
4. Programmes for the benefit of schedule castes, schedule 
tribes and weaker section of the society. 
5. Construction of houses by Indira Housing Plan 
6. Planning for the construction of village houses for 
SC/ST. 
7. Ten Lakhs Wells Plan. 
8. Work for the control and proper use of water and land. 
9. Construction and maintenance of tubewells for 
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i rrigation . 
10. Maintenance of drainage for irrigation 
•11. Maintenance of drainage of the cultivable fields. 
12. Maintenance of villages ponds. 
13. Work for the control of floods. 
14. Construction of latrines. 
15. Construction of link roads for villages. 
16. Construction of hospitals 
17. Construction of primary schools in every village. 
18. Workshop for 'DWACRA. 
This is not the end of the aim of gi' rnment 
for the development of the thrust areas. There are other 
programmes as well for the same purpose. A brief account of 
these are as follows : 
MILLION WELLS SCHEME : 
This scheme was started by the U.P. Government 
in 1990-91 and it has enlarged its areas and implementation 
since then. According to this plan the government has to 
provide the wells for irrigation to small and medium scale 
farmers of the scheduled tribes and scheduled castes, which 
are living below the poverty line and did not get any 
previous assistance by earlier scheme for irrigation. "But 
this scheme should not be in more than 10*/. of the districts, 
which Are non SC/ST and decided by the Jawahar P.ozqar 
^20 
Yojna" . Million wells scheme is also for the development of 
deserted land in the thrust areas. 
The aim of the plan is to inirease the 
productivity of the jrains in the lands owned Ly weaker 
sections. Ten Million Wells Scheme also provides for the 
irrigation Facilities and land development facilitic; for 
SC/ST's farmers who have little land for cult i vat;. on . The 
amount of this Plan can also be used in simple welli if it is 
effective. In the thrust areas where due to the Geological 
defect, wells can not be constructed easily then the fund of 
this plan can be used for other irrigation planning 
facilities like digging irrigation ponds, water harvi-ting 
structure and for the development of the lands. This fur.J can 
not be used in other developmental work. The work which li 
being performed under this scheme has the following aims : 
1. To provide free of cost boring for wells. 
2. Mairginal/Per i pheral dams 
3. Construction of ponds. 
4. Provision of drains 
5. Water collection dams. 
6. Wells for irrigation and provision of drinking water. 
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These are some of the main tasks which comes 
in the purview of Million Wells Scheme, and it is necessary 
for the successful implementation of the programmes , the 
following officers should be present at the site and attest 
the number of boring, which is mentioned against theniselves 
and also decide the aim of the programmes so that real 
benefits reach the society as a whole' 
1. District Magistrate 
2. Chief Development Officer 
3. District Development Officer 
4. A.D.M. (Project) 
5. Junior Engineer (Irrigatior^) 
6. S.D.M. 
7. B.D.G. 
The D.M. also decide the boring which is 
made in his district, the report are reach to the Chief 
Engineer (Irrigation ) under the Million Wells Scheme by 
Telex and it is clearly mentioned that ,"the amount 
which has been spent on the boring and the amount of work 
which has been completed. According to this plan a minimum of 
60'/. of the total amount are spent on labour"" 
At the state level there is a committee being 
appointed which look after the programmes and their 
developmental task. The committee is consist of the 
5 per month 
10 per month 
10 per month 
10 per month 
20 per month, 
20 per month 
10 per month 
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following. 
1. Commissioner, Agriculture Production Chairman 
2. Secretary, Agriculture Department Member 
3. Secretary, Planning Member 
4. Secretary, Finance Member 
5. Secretary, Irrigation Member 
6. Chief engineer,Irrigation Member 
7. Commissioner, Gram Vibhag Member Coordination 
This committee supervise the work Leing 
performed in the district, along with this, under the 
chairmanship of commissioner, the plan is implemented by the 
task force at the commissionary level. 
Commissioner Chairman 
Dy Agriculture Director Member 
Junior Engineeer Irrigation Member 
Joint/Dy Development commissioner member coordinator and the 
District Magistrate on their own behalf appoint the members 
of task force to any technical officer. 
Rural Development Programmes : 
'The first thing to note is that today, the 
developing countries are urbanizing only more rapidly than 
the industrial nations did in the heyday of their Urban 
growth" The fast pace of rural development is a result of 
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economic development also. This programme is basically 
concentrated on the development of rural areas by 
establishing small scale industries and giving training free 
of charge in different trades, which can make the people self 
dependent so that they can lead their life comfortably While 
selecting the candidates for imparting training, it must be 
considered that the productivity of that trade should reach 
the market easily and the cost of product should be divided 
equally among the trainees and training instituti.i: . The 
master list of selected candidates for training at Block 
level should reach to field staff, officers of block level, 
bank officers and other organisations which are related with 
them. 
The implementation of the programme of the 
year (1994-95) are decided by the project approach, often 
the technical assistance of these rural development 
programmes Are taken from the related agency. The main 
programmes are; Dairy development. Free boring and Pumping 
set,Nylon Development scheme, etc. In order to establish the 
coordination with related departments for these programmes 
regarding their implementation, the district magistrate 
nominates a senior officer of the concern. : department as a 
Nodal Officer. The Nodal Officers have the responsibility to 
select the beneficiary candidates, decide the guide lines for 
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the implementation of the programmes, investment and 
technical assistance, eradicate the hurdles and look after 
the quality of product for the successful implementation of 
the programmes. 
Special Thrust Programme sThe development of ruiU economy 
and for giving new guideliness instead of traditional programs 
there must be a special industrial business sector for 
thrust areas, according to their necessity.This thrust area 
programs provide more and more benefit to the masses and if 
the need arises then the programmes are implemented 
collectively, and critical gap of facility is provided for 
necessary action. The raw materials are provided 
collectively. Then the produce is sold on marginal profit. 
Frequent advise is invited by the related officers and it may 
be the responsibility df the government personnel that the 
benefit should reach collectively to the people. The 
special programmes are like dairy development , handloom, 
nylon development etc. The profits are given to the people 
involved in the organisation . "This year (1994-95) by a 
special Programme a beneficiary advisory committee is to be 
constituted at panchayat and block levels and by taking 
proper advice from this committee through calling the 
meeting, the programmes and their implementation is ought to 
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be improved"?. 
Special Training for Trade : 
It has been decided this year that, after the 
selection of beneficiaries, but only after getting funds, 
such type of technical trades in whirli traditional expertise 
exists, the selected beneficiaries are given about 2-3 days 
of training with the consultation of district authorities of 
District Rural Development Bureau, District Industrial centre 
and connected departments, by Block level officers at Block 
level. Apart from this, to a minimum of 50'/. beneficiaries 
selected, one day extra users training is provided. In 
this training, knowledge about outline of the programme, 
availability of funds, supply of raw-materials, return of 
loans etc, are provided in order to develop confidence in 
them. 
To provide security regarding the 
implementation of the programmes, ^ The Government of India 
has given the "Group Insurance Scheme" by the Agriculture 
Ministry, New Delhi, on the natural death of beneficiary, Rs. 
5000/and in case of accidental death,Rs. 10,000 are given"^. 
This was a brief account of the training being 
provided to the beneficiaries of this programme for the 
development of rural areas and making the people of village 
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self employed. 
EMPLOYMENT ASSURANCE SCHEME : 
In rural areas where the weaker sections are 
living below the poverty line, where they do not have any 
employment except their traditional cultivation, for a 
temporary period only and after which they do not get any 
other income, forcing them to face the financial hardships, 
the U.P. government has started an Employment Assurance 
Shceme for the weaker sections. It is for those whose only 
source of income is agriculture, but during lean period, they 
become unemployed because of insufficient work in their 
fields. It is the intention of government to provide 
employment to the people during lean agricolture season 
"under this programme the labourers are given employment for 
100 days in a year. Under this programme the government is 
implementing the plan in 145 Blocks of 20 Districts in 
9 
Uttar Pradesh" These are Almora, Allahabad, Banda, Chamoli, 
Gonda, Khiri, Bahraich, Jaloan, Jhansi, Hameerpur, Lalitpur, 
Mirzapur,Nainital, PoriGarhwal, Dehradun, Pethorgarh, 
Sonbhadra, Sitapore, TehriGarwal, and Uttarkashi. 
The target and aims of this plan is to provide 
employment during the lean agricultural period to the men and 
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women who are efficient and also have the will of doing 
work. "The Indian Government and U.P. Government have their 
contribution in the ratio of 80:20 respectively for providing 
funds. "''^  This programme has been started with other state 
developmental programmes like D.P.A.P., H.D.P. I.T.D.P. in 
the 20 districts of U.P. The main beneficiary of this plan 
are between the ages of 18 to 60 years for men and women who 
are living in the villages and belong to the class below the 
poverty line. 
Implementation of the Programme and Responsible Departments: 
The District Magistrates of above said 
Districts are to be responsible for this act of development 
with the coordination of other related department officials. 
Like; 
A. E;<ecutive Engineer (Road & Building) PWD. 
B. Junior Engineer Irrigation. 
C. Forest Officer at Commissionary Level. 
D. District Land and Garden officer. 
This programme can not be run on contract 
basis as only the labourer" are the main beneficiary of this 
plan. 
Under this Programme, preference are given to 
the following developmental and construction work 
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1. Small scale irrigation Ponds and Canal construction. 
2. Linkage Road construction for joining villages under 
the master plan. 
3. Construction of Primary Schools on the pattern of 
operation Black Board. 
4. Aangan Bari Centre Construction. 
This is also a plan of the government that the 
labourer should not only be paid in cash but grains should 
also be given in lieu and it should be disbursed by coupon 
system payment. All work should be under the supervision of a 
commissioner with the related official's coordination . All 
the guidelines for the project, as to how and when it should 
be started, are decided by the commissioner in consultation 
with the departmental head and not by the Block Development 
11 Officers. Each project are not less than 30 days" 
TRYSEM PLAN s 
Trysem Plan is another Scheme for the 
development of the people of rural areas, under this plan, 
the government provides the funds and facilities of training 
to the youths in order to make them self dependent in various 
trades. By providing proper training to different age groups 
of people in various trades, make men and women self employed 
and may increase their income, in an attempt to bring than 
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above the poverty line. 
The training given to the youths of different 
age groups of rural areas is as follows : 
Carpet Trade 14 years to 35 years. 
Gem Stone Cutting and Pol ishing-H years to 35 years. 
Diamond Cutting and poloshing 14 years to 35 years 
Handicapped '14 years to 35 years. 
Orphanage of Rural areas- 16 years to 35 years. 
"In this Financial year 1994-95, the 
Government of India and U.P. Government have contributed 507. 
of funds each, for this plan's implementation. If there is 
more need of funds in any district, the state will give 10*'. 
•12 from their IRDP Planning" The programmes were started on 15 
August 1979 with equal hare of state Government and of 
Government of Inida. "Under this plan the salary during 
training is paid permonth. If the training is given in 
villages, then beneficiaries get Rs 150 per month and if 
training is given out of the villages, then the trainees are 
1'? 
given free lodging with a scale of Rs. 250 per month" Along 
with this the trainees get necessary equipment free of cost 
while the trainer gets Rs. 75 per month per trainee. The 
training is given by the district rural department, state/ 
block/ village development institutions, government 
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Polytechnic Institutions and Khadi and Gramodhoga P ids, by 
different organisations and master crafts-men. 
Training is given at the institution where the 
payee trainer is available. The training of the master 
crafts-men is supervised and controlled by the block 
development officer, who must supervise, personally, at least 
once a week. 
I.T.I. , Ploytechnics, Nehru Youth Centre, 
Khadi and Gramodog Board also given training in these 
activities and trades. The emphasis on the selection of 
activities and trades are given on the following basis: 
1. Atleast 50"/. of the selected youths ar r trained for self 
employment. 
2. Preference are given to those trades in which raw 
materials are available within the district. 
3. Special preference are given to the untraditional 
trades and should develop a specialisation in those 
trades. 
4. Lay inseminator is taught for veterinary treatment in 
the far off rural areas. 
Other trades which have been included in the 
Trysem Training Programmes are Boring technicians, India 
Mark-2 Hand Pump, Lay- Inseminator and A.N.M. All this 
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training to the youths regarding the implementation of the 
programmes are work under the Direction of chief Development 
Officer (C.D.O.)., This year it has been decided that the 
special emphasis should be given to tractor, pumpset, hand 
pumps reparing, plumbing and electric wiring. This is also 
decided keeping in mind the number and areas of needs and 
employment availability. 
TOOL KITS PROGRAMME : 
In ancient times the craftmen were working 
in the rural areas with their traditional equipments. After 
that the craftmen migrated towards urban areas due to the 
failure of their equipment and lack of inefficient labour. 
But many craftsmen still work in villages where they 
originally started. It has been decided by the U.P. 
Government, since 1992-93, that if they continue to get 
standard equipment for their respective trades then their 
productivity and specialisation will increase atii! ultimately 
their income will also increase, living standard will 
resultantly go up. "Keeping this in mind the U.P Government 
started the programme in 10 Districts in 1992-93, 15, 
Districts in 1993-94 and in 1994-95 this programme has been 
extended to 25 Dist r i cts" ^"^  
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List of the selected districts (year-wise) are 
as follows! 
Selected District of 1992-93 : Agra, Aligarh, Meerut, Etah, 
Shahjahanpur, Pratabgarh, Mau, Gorakhpur, Jalaon, Gonda. 
Selected District of 1993-94 : Chamoli, Pithora Garh, Rampur, 
Bijnor, Allahabad, Bareilly, Lakhimpur, sitapur, varanasi, 
Jhansi, Sultanpur, Etawah, Firozabad and Muszafar Nagar. 
Selected District of 1994-95 : Saharanpur, Bulandshar, 
Haridwar, Moradabad, Badaun, Mainpuri, Banda, Lalitpur, 
Kanpur (Rural), Farrukhabad, Balia, Mirzapur, Unnao, 
Raibareily, Basti, Maharaj Ganj, Faizabad, Bahraich, Dehradun, 
Nainital, Almora, PoriGarhwal, Barabanki, H.-it'iiira, Deovria. 
The aims of this developmental programme are 
as follows. 
1. Increaseing the income of the rural craftmen. 
2. Increasing the production. 
3. Increase in national production. 
4. Improving the quality of products. 
5. To Erjfadicate the disbalance and dissatisfaction among 
the people engaged in these trades 
6. Improving the living standard of the rural craftsmen. 
District Rural Development Department works as 
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a Nodal Agency for the irriplementat ion of this plan. Instead 
of this, Khadi Gramodyog Commission, Khadi and Gramodyog 
Board can take the assistance to the SC/ST Commission. And at 
the Block level the Block Development Officers ars 
responsible for the implementation of this tool kits' 
Programme in the state. 
The training under this plan Are given to 
different age groups of rural crafts men by different 
organisations, institutions and master craftsmen. The 
selection of the candidates are made by B.D.O, G.M.D.I.C. and 
other institutions of Districts if needed" 
. DEVELOPMENT OF WOMEN AND CHILDREN IN RURAL AREAS (DWCRA): 
DWCRA is a part of the rur ^ 1 davelopment 
programmes for the development of women and children in rural 
areas. It was started in the state in 1983-84. These 
Programmes are supposed to increase the income of the women 
in villages, so that they could stand on their feet 
themselves. It may also be helpful for the eduction of women 
in order to expand the scope of the economic opportunities 
for them. 
DWCRA is also aimed at improving the living 
standards oP vijfnen and children by providing income based 
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activities. It gives an organisational structure in the field 
of service and providing raw material for different works. 
Chief Development Officer is shoulder the 
responsibility of implementation by giving directions to the 
Director of Projects and Planning for the Success of 
programmes. The nearest villages of the block office are 
selected as a cluster. In the selection of villages for the 
plan It must be kept in mind that market should be available 
and availability of raw materials is also ensured , women 
give their contribution in traditional trades, so that the 
implementation of the task can be performed easily. 
Women who are selected for the programme must 
belong to the same standard of living and reside in villages, 
They are within the age groups of 18 to 45 years. The 
financial assistance is provided from the IRD infrastructure 
fund, in case of women who have age of more than 45 years 
and come under the programmes of Trysem, due to over age, 
women should not remain untrained .It is also contended that 
the cluster approach for selection of trade is adopted. It is 
kept in mind that the women who are selected for training 
must be dedicated tow-srds tif programmes in order to create 
more chances of success for the programme. Women who are a 
bit educated and have some leadership quality, dedication and 
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interest, are appointed as coordinator of the group and are 
paid Rs. 50 extra from a revolving fund, so that then 
They could develop more interest through these incentives 
"There are 10 to 15 women members in a group" . A group of 
women get the same type of work. Training is given in the 
work for which raw material can be available easily 'jn iriarket 
price. The main trades which fall under this plan are 
spinning and weaving, management of animals which provide 
milk, spinning by machine, readymade garments, basket making, 
poultry farming, candle making etc. These programmes have 
been implemented in the following districts; Basti, Sultanpur 
Etawah, Banda, Allahabad, Azamgarh, Mau, Gorakhpur, Nainital, 
Uttarkashi, Shahjahanpur, Gha? i. [m i . Gonda, Hardoi, Barabanki, 
Faizabad and in some more districts of the state. "This 
programme is too on the pattern of IRDP.Like IRDP, there are 
multiple assets created on an average investment of Rs. 
15,000 or more "''^  
Training :- Under DWCRA Programme there are 
two types of training 
(A) Innovative Training 
(B) Specialised Training. 
1.Innovative Trcihilng :lt is necessary for the innovative 
training that it is given regularly with all seriousness and 
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dedication. Expenditure on this training is given by UNICEF, so the 
guidelines provided by UNICEF for the above programme are strictly 
adhered to. 
The following period of training was under the innovative 
training programme in the year 1993-94. 
S.No. Designation No. of wor 
—king days 
Refresher 
Courses 
Place cf train 
- ing 
Trainers training 
Assistant project officer 
/B.D.O. 
Coordinators of the group 
District level officers/ 
employees 
Block level officer/ 
employees 
2 Gap of 
one year 
2 Gap of 
one year 
4 Gap of 
one year 
S.I.R.D. 
S.I.R.D. 
R.I.R.D.,N.G.O 
institute 
District 
Block Developm 
- ent officJ 
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For innovative training different districts 
are affliated to rural development institutions and non-
government institutions. 
2. Specialised fr^ining : 
After the selection of the economy based 
activities, the training must be provided in the given field. 
This kind of training is given on the pattern of Trysem. On 
special occasions, the age of women is sometimes more than 
35years and they are also get the specialised training on the 
pattern of Trysem Programme. The payment are not made from 
the Trysem amount but its payment is given from I.R.D.P. . 
Toolkits are supplied to the trainees during their training, 
so they can become experts while getting trained. Specialised 
training is given by reputed training institutions so that 
the quality of product might be of high standard . The 
duration of training is of a maximum of six months. 
The Assistant Projects Officer is included in 
the selection of trades and training institutions. During the 
training period. Village Development Officer, B.D.O. 
Asisatnt Development Officer (M) and Director of Projects 
supervise the work according to the programmes. 
During training the production is sold on 
satisfactory market rates. For improving the ..quality of 
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products, it is necessary for training institutions to take 
extra care in improving specialised training programfTies so 
that standard quality product is sent to the market. This is 
with the intension of providing money to women to improve 
their standard of living in the rural are..'-
The Impact and Effects of Training : 
The impact of the training for the 
developmental work is very vital. The training of personnel 
in the developmental work is just to help to standardise the 
work and increase income and ultimately it helps in the 
growth of per capita income .Different developmental 
programmes which are started by the government can not fae 
performed efficiently without training. There is no way to 
success with short cuts enroute because all the aims and 
objectives of the programmes are clearly communicated to the 
government Personnel and nan-government personnel by giving 
them proper training . The effects of training in the thrust 
areas developmental work is revealed in the shap. o? outputs 
. Under the Jawahar Rozgar Yojna, training is being given in 
Handluom, Dairy Development , Small Scale Industries and 
using toolkits by users training. This has a definite imoact 
139 
by proper guide lines. The special training programrries aimed 
at bringing specialised experts in a particular field which 
increase prodction. With higher standard of quality, it is 
sold in the market on better price , which in return, provide 
more profits to the i>i • ,;>le of the rural areas. So, the 
training in various trades in rural areas for developmental 
works is the backbone. Without it these programmes cannot be 
implementad properly, because the government personnel and 
other related people engaged in these programmes do not have 
any prior knowledge of the trade. By training they come to 
know about the aims and objectives of the programmes and ways 
of entering into trades and activities are also brought to 
their knowledge by train'.j . 
Its Success : The Success of any training programme in 
any developmental work depends upon the aims and objectives 
of the programmes, along with this, the perosnnel and people 
of the weaker section which are the beneficiaries of 
different programmes must also have keen interest in it. Like 
the programmes of Development of Women and Children in Rural 
Areas (DWCRA). The success of this programme is totally 
dependent upon the women which are the i ,'.,-r of the 
training groups. Training is given by various training 
institution who Are under the control of district and block lev 
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officials. It is necessary that the candidate who are 
selected for the programmes mast have keen interest towards 
their jobs and dedicated to the programes. An attempt to 
achieve, this ha; been made by giving them amounts of money 
for trainers and trainees. Even s;;tra money is paid to the 
coordinator of the group for creating an interest and for the 
success of the programme. Its success also depends upon the 
availability of the raw materials, transportation, and . . ;---,s 
to the market . If there is a market which is very near to 
the training institution, the product can be sold on more 
profits. Its success is also dependent upon the e!; i s ten ce of 
self employment services, by which the people of rural areas 
can improve their living standards. 
Therefore it is necesary for the sucz^s; of 
training of developmental programmes to have basic aim of 
creating self employment, using modern techniques, increased 
pri 1'!. r.s^  development of a social environment needed far such 
programmes . Without proper guidance and training a 
programme can not be successful as the people of the rural 
areas are -^'ery inuch illiterate and the government pe-sonnel 
arB untrained in the developmental task, hence-, th-:- need 
more attention. 
The Areas of failure and their causes: 
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Different developmental programmes which Are started hv the 
government for the development of rural areas did not achieve 
much success, and all the aims and objectives of the plans 
lose their importance with the failure of these programmes. 
In 1948 a conference of local government ministers from all 
over India was convened at Delhi under the chairmanship of 
the central minister of health to exchange ideas with regard 
to various problems facing rural authorities in the 
implementation of these developmental programmes. Pt. 
Jawaharlal Nehru. said in his inaugural speech, "Local 
government is and must be the basi uf xny true system of 
democracy. We have got rather into the habit of thinking of 
democracy at the top and not so much below. Democracy at the 
top may not be successful unless you build on this 
foundation from below." So the failure of the programmes is 
dependent upon certain factors which are as follows. 
PROBLEMS OF PERSONNEL : 
The performance of any organisation depends 
upon the quality and moral of its employees. In both these 
respects, the financial resources are limited and are not 
properly utilized because of the inadequacy and incompetence 
of the personnel, to a certain extent due to rampant and 
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corruption. Naturally, young illeterats persons are not 
attracted towards these developmental schemes. Parscnnel of 
the projects often do not visit the sites because of their 
ill founded superiority comple;; and lack of dedication to 
programes . 
PROBLEMS OF FINANCE : 
T ^l e r e are no constitutional f ^ r o v i s i o n s in 
dealing with local finance as is the case with the statei and 
central government. These programmes are tot^^lly dependent 
upon t''ie state government for their financial aisistance 
Financial problems have been the most crucial hurdle of 
developmental programme-.^, as the resources whi::h arf made 
available for the work, is usually very little and the people 
can not even survive depending only on such pr ogra.rixe 5 . 
AUTONOMY : 
This is another major cause of failure of the 
developmental programmes. Block and village level personnel 
dcnot have autonomy to perform day to day functions. They are 
supervised by upper level authorities who already hs/s too 
much work load on them. They cannot take cars of , properly, 
the developmental works and the programme. jscuine 
unsuccessful" ' . 
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PROBLEM OF URBANISATION : 
The migration of people from rural to ruban 
areas occur within the traditional set of pull factors to the 
town and push factors from the country side. The pull factors 
are the attraction of great range of employment opportunities 
instead of subsi'.tfu.ce, and other attractions in the town. 
The push factors are disguised unemployment. So the 
programmes being started in the rural areas are not accepted 
by the people of the area due to getting less amount of money 
for the job, like the Tool kits scheme, people used modern 
equipments instead of traditional tools with some 
improvement. 
Problem of time and illiteracy : 
The programmes which are implemented in the 
rural areas for the developmental work are not successful 
because the duration of training of the trainees is very 
•ahort and in this period the whole job can not be learnt 
because the masses engaged in thrust areas are illiterate and 
the government personnel have more workload. 
Other problems which come in the way of 
success of developmental work is inefficient personnel of 
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trainers, besides frequent change of governments. This 
effects alarmingly when the government changes after short 
periods of time , the pi.jrammes of the previous government 
is kept in abeyance and a new one is started for getting the 
support and credit from the people . The remaining work of 
the previous programmes is left out altogether, not only 
losing considerable amount of money but also demoralising the 
staff engaged in providing technical knowledge to the 
projects. The personnel has to get started afresh in 
implementing new programmes announced by the new government. 
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CHAPTER - V 
CONCLUSION 
The issue of goals in any kind of training activity can 
never be over emphasised. We must be able to give a 
satisfactory answer to the question of'Why" before we move on 
to "Who" and "how" as the other two secondary questions. 
The size of goals to be achieved, the present condition 
of the trainee, and its relation to training, the impact, 
probable, of training and :it<^- usefulness for the trainee 
must be seriously considered before a good training 
programme is developed so that a relevant design of 
training elements are created. 
A good training programme is clear about the goals with 
clear cut roles for trainer-trainee and a identifiable set of 
training activities. The success of the programme designed 
for training depends on how systematically these elements 
have be: '•- incorporated in it. The structure of the design of 
the training programme has certain important aspects like, 
planning, definition and determination of objectives and 
crystal clear specification of the sequence of training 
activities that are intended to achieve desired ends. 
The most important of the above aspects is the planning. 
It is riii' t likely that a training programme without a proper 
plan is bound to come a cropper. Good and well designed plan 
makes sure that, the funds needed to achieve the goal ar& 
not exhausted without reaching the target, will not fix 
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important events haphazardly, will not lack resources and 
will not bring trainers and trainees together in an 
atmosphere of confusion and chaos. Good planning also keeps 
room for required "flexibility". It assists in assessing the 
monitoring of the programme and indicating any future 
modifications required, if any need for it arises, without 
losing sight of the goals. With a little extra care a 
deliberate and conscious effort can be made to change and 
modify the objectives themselves. 
Another important aspect of a training programme is to 
arrange the events in such a sequence that one achieves the 
target ascending step by step. In this manner, more 
flexibility of approach can be resorted to, as a particular 
step may be jumped over or bye passed without losing the 
sight of the target. 
A training programme should also be relevant to the 
objectives. The objectives themselves should be targetted to 
satisfy an important social requirement. Another important 
thing to be kept in mind is to keep the training programme 
closer to the actual condition of the trainee. The background 
, social status, desires and needs of the trainee should also 
be considered seriously. 
A good training programme should also be able to hold 
the attention of the trainees. It should bs designed in such 
a manner that the trainees are attracted towards it 
willingly. 
The content of training of personnel engaged xn 
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developmental work include both, special and general 
elements. The special elements consist of skills, elementary 
or advanced in various technical fields. The general elements 
include mental attitudes and broad methods and techniques of 
training and organising. The success in inculcating the 
technical skills will depend on the effectiveness of the 
process of general elements. 
The term 'development* itself means a process of change 
and improvement. The change for the better results from the 
coordinated, continuing and purposeful activity of the 
people, their government and the appropriate technical and 
professional services- programme of training. It is not 
necessary for all the three to be simultaneously present from 
the start in order that development may take place. Each has 
a certain capacity to bring about some change. But when all 
the three work simultaneously the results are longer lasting 
and more satisfying. When workers are made aware of this 
fact, there is bound to be better team work. 
A good training programme should be intended to help 
bring about improvements in living standards and to 
strengthen, directly or indirectly, the people's economic 
potential. The people's confidence and interest must be won 
in order to make practical improvements fully effective. 
Most of the 'field workers' desire of "reaching" people 
implies more than building friendships, being patient and 
understanding, or teaching through more effective devices 
like posters, films or audio-visual devices, showing in an 
effective manner as to the ways and means to improve levels of 
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living by making the worker play a role model to show that he 
is not above doing the job with his own hands, thus convincing 
by results rather than by persuasive lip service. 
If we analyse the facts, we find certain general 
observations deduced from more specific aims. Since workers 
vary in skill, grasping power and retention capacity, their 
ability to benefit from training casts certain doubts which 
may first be taken care of. There are a number of ways in 
which contributions to development administration can be made 
and are not to be considered as statements of goals 
attainable by all workers equally. The share of each field 
worker towards the fulfilment of these broad aims will vary 
with his functions i.e., the community family planning worker 
has more scope than a mere dispenser of medicine for 
contribution to development process, a health officer 
concerned with environmental sanitation has more 
opportunities than a vaccinator. Further, some workers have 
so little formal schooling that to train them in even the 
basic technical skills is difficult; to hope to teach them 
the basic principles of social sciences along with technical 
skills will prove to be unrealistic. If training is envisaged 
in terms of a single course of pre-service or in-service 
training. The above mentioned difficultywould apply tomost 
worker in development administration. Therefore, training 
must be visualised as a long term process, including a 
variety of learning experience, its duration, scope and 
method must be adjusted to the needs and abilities of 
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particular workers. Dfaviously, the effectiveness ofthe field 
worker in development administration will depend on quality 
;and continuity of professional guidance and support that is 
available to him. 
We find that there are certain lacunae in the training 
programme which can be corrected. There are some measures 
which coald be taken in order to smoothen the working of 
development programmes. Workers should be trained to work in 
their own communities and areas as to a great extent they are 
already acquainted with community values and taboos, which 
becomes an advantage in getting themselves accepted by the 
people who are the beneficiaries of such programmes. 
To win people's confidence, an outsider needs more time 
and specialised training. He has to work from scratch to win 
the confidence of the people and become accepted without 
arousing any suspicion or creating tensions. These worker 
need the support and goodwill of the people, even if they do 
not require to go deep into the lives of the people. A 
vaccinator in a village can arise suspicion and give rise to 
various kinds of superstitions, if proper ground is not 
prepared for him by the health workers of that village. 
Even more important than developing a bridge between the 
people and workers, is to develop a community spirit as a 
basis for action. We have found that many of the 
developmental programmes donot achieve enough success because 
the people remain mere spectators and expect everything to be 
done by government agencies and personnel, without ever 
developing the feeling of belonging to the programme. For 
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this aim to achieve, the worker must be aware of the social 
forces in the community and the possible integrating or 
disrupting effects of the particular change with which he is 
concerned. Sometimes, for example, sweepers feel threatened 
if a new scheme for sanitary facilities is inaugurated. A 
training design not only make the worker aware of these 
difficulties, but also should be able to take effective steps 
to overcome them. The worker should be sotrained that he may 
be able to help individuals or groups to consider their 
problems objectivity in order to develop a more receptive 
attitude towards changes that are desired for the common 
good. 
All the programmes started by the government and 
explained in Chapter IV, would fail to achieve their 
objectives if steps are not initiated to equip the 
prospective candidates with training about the functions they 
are asked to perform. 
A majority of people in rural areas are illiterate or 
semi literate, hence they are hardly aware of their rights. 
The working experience should also be an in service 
teaching and learning experience both for trainers and 
trainees. Block staff meeting should be conducted on a 
democratic, seminar discussion basis. Each member must be 
made to feel at ease, to tell fully and freely his 
experiences and to expect other to react on a sympathetic yet 
critical basis. There should not be an unilateral decision 
thrust on the trainees or forced to be implemented by the 
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staff. The gram sevak should also feel free to react in a 
particular manner and should be given all the freedom to 
raise issues and express opinions as the block development 
officer or any of the technical staff of the block. 
Whenever a scheme is intended to be implemented, care 
should be taken that, in addition to the general staff 
meetings, the block development officer should invite people 
from outside the block to sit with the staff from time to 
time as resource people, when the staff will engage in 
specialised seminar discussions on such issues as changing 
village attitudes, searching out and training village 
leaders, evaluation of staff accomplishments, developing 
effective panchayats etc. 
The block level staff should also provide in-service 
training opportunities by arranging occasional staff seminars 
with the village panchayats, involving effective 
communicative discussions with village people on special 
problems. These village-staff seminars will bring specialised 
staff members into direct contact with the villager in a way 
they would otherwise miss. 
The gram sevaks can learn a lot from each other if each 
is made to spend a couple of days everymonth with one of his 
counterparts. The block development officer and all the 
members of the technical staff of the block should be engaged 
to serve the villages nearest to the panchayat samiti 
headquarters as a perpetual in-service training laboratory 
w'here they are made to work together as a team in guiding the 
village in allround development. 
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For experiences outside the block for in-service 
training programmes the block development officer should be 
receptive to successful experiences in adjoining blacks. He 
should see to it that his staff members visit these blocks 
personally, and draw benefit from the experience as well as 
interpret it to the rest of the block staff upon their return 
from such farays in foreign territory. The outside visit 
experience should be used to correct the mistakes and flaws 
in his own staff. 
The state government should organise a wide-ranging 
variety of short term courses for in-service training. The 
main objective of such an effort should be to have all 
members of the block staff attend atleast one refresher in-
service training course at least once a every two to three 
years. This can always be in addition to the various steps 
that the Union Ministry of Community Development and 
Cooperation is taking for in-service training of the block 
staff under the given special training in Extension Training 
Centres. 
In conclusion it can be definitely stated that training 
of all kinds must be vigorously planned and carefully 
directed if the programmes directed towards the upliftment of 
the poor are to avoid the destiny of becoming 
institutionalised on a low plane of thinking and working. 
For the members of staff who Are engaged in only one 
aspect of the development programme, an opportunity should be 
given to learn of the nature, if not the techniques, of work 
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done by their colleagues. This will not only achieve the aim 
of mutual assistance and apprecia- tion but also create among 
the staff comprising the programme- esprit de corps. 
Training of field workers should be an essential part of 
the policy for personnel development. Other areas of 
importance should be scientific and rational recruitment, 
induction, salary structure, security of tenure and 
promotional opportunities. Training centres should be geared 
to function as centres of vigorous intellectual and 
practical activity in consonance with the changing 
requirements of the actual field conditions. 
A good training programme relies on the following basic 
questions. These are (i) What changes are expected in the 
participants to take place during the period of training? 
Identifiction of objectives, (ii) The ways to ensure that the 
participants in the training effort also share the same 
objectives as perceived by the framers of the training 
programme? sharing the objectives, (iii) The kinds of 
learning experiences to be provided in order to attain the 
goal set by the objectives? Means to achieve targets. (iv) 
How to monitor the progress to ensure that changes visualised 
are actually taking place? Progress of the trainess. (v) 
What kinds of administrative support, trainer- trainee 
relationship and physical, arrangements at the training centre 
would ensure the attainment of objectives? In other words, 
the provision of right kind of material and technical support 
should be provided. 
The answers to all these questions can easily be found 
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if the objectives of the training programme Are identified 
early. The objectives so determined are as follows: 
(i) To develop among the trainers and trainees the ability to 
ascertain the strengths and weaknesses of the community and 
to enable them to understand the problems. 
(ii) To assist in the formation of a professional 
relationship between the trainees and the people whom they 
are going to serve in future. 
(iii)To help the candidates to understand the extent of 
resources available with the community. 
(iv) To help the candidates to locate,identify, develop and 
involve local leaders in planning and implementation of 
programmes. 
(v) Lastly and most importantly, to help the trainees to 
overcome their dependence on the government or outside 
voluntary agencies in developing community self-help 
projects. 
The past experience of training programmes of officials 
provided us with a huge reservoir of experiences and gave us 
by a method of trial and error results which arenot totally 
unsatisfactory, if they are not satisfactory either. The kind 
of successeach of the programme and project should have 
achieved was not attained at all. Despite so many other 
pitfalls and lacunae, the biggest culprit has been a lop 
sided and defective training programme. The failure rate of 
these developmental projects could be minimized, if in all 
sincerety we sit seriously and make a concerted effort 
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tobring these programmes closer to the people, we must start 
by providing the right kind of education to the trainers so 
that when they reach the people, they are geared enough to 
work as a well-oiled machine designed to produce the best 
efficiently and quickly, without hiecups. A programme 
designed to bring drastic changes in the very attitudes of 
people who matter would mean that we are on an uncharted sea 
and out for a great adventure not without risks of some 
pitfalls. It is, therefore, necessary to proceed step by 
step, slowly first, and then by leaps and jumps. 
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